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ABSTRACT
The primary purpose of this study was to obtain and interpret data that 
would be useful in determining factors associated with the level of job per­
formance of assistant and associate county agents doing 4 -H  Club work 
(4 -H  agents) in Louisiana. Specific objectives of the study were:
1 . To determine the level of job performance of 4 -H  agents
2 .  To obtain information from 4 -H  agents in regard to personal, social, 
and educational characteristics
3 .  To determine the relationship between selected factors and the level 
of job performance of 4 -H  agents, using factors commonly believed to be 
associated with successful job performance.
Job performance of the 4 -H  agents was ranked by the district agents 
and the district«4-H  program specialists using the paired comparison method 
of personnel appraisal. Based on this ranking, the 4 -H  agents were divided 
into higher and lower performance groups. Data were obtained from fifty-four 
4 -H  agents in fifty  parishes in all geographic areas of the State. Additional 
information was secured from the college transcripts of these individuals.
Sixty-four personal, social, and educational factors were tested to 
determine if there was a significant relationship between each factor and the 
level of job performance of 4 -H  agents. Each factor was considered as an 
independent variable when related to job performance. F ifty-seven of the 
factors were not significantly related to job performance of the 4 -H
agents in this study. Significant relationships, of either a positive or negative 
nature, were found to exist between the level of job performance and seven of 
the factors tested. Relationships were considered significant at the .2 0  level 
using the chi-square test.
Included among the conclusions were the following:
1 . High performance as well as low performance agents in this study 
possessed essentially the same characteristics.
2 .  The lack of significant positive relationships between degree of 
participation in high school or college organizations and job performance implies 
that such experience does not contribute to high performance of 4 -H  agents.
3 .  The significant relationship between a high undergraduate grade- 
point average in social science and high job performance suggests that a 
proficiency in the skills used in working with people is essential for success 
as a 4 -H  agent.
4 .  The degree of satisfaction with the job tends to influence the level 
of job performance.
5 .  The findings of this study seem to support the idea, which has been 
advanced, that predictors of employee success must be developed for a specific 
group of personnel, within a specific organization, and perhaps for a specific 
period in time.
6 .  In general, the findings of this study suggest that administrators and 
supervisors should re-evaluate the criteria which they are presently using to 
select 4 -H  agents.
7 . The number of significantly related factors were too few and the 
relationships in most cases were not strong enough to justify the development 
of an equation for predicting 4 -H  agent success.
Since this study fails to provide a conclusive basis for establishing a 
definite group of factors for evaluating applicants for 4 -H  Club work, additional 




The Cooperative Agricultural Extension Service* conducts a program of
education in which adults and youth learn by doing. The Extension Service
originated in 3 9 1 4  with the passage of the Smith-Lever Act. This act was
signed by President Wilson on May 3 8 ,  3 9 1 4 .  The specific purpose of the
act was stated as follows:
. . .  .to aid in diffusing among the people of the United States, useful 
and practical information on subjects relating to Agriculture and
Home Economics and to encourage the application of the same___
that Cooperative Agricultural Extension work shall consist of giving 
instruction and practical demonstrations in Agriculture and Home 
Economics to persons not attending or resident in said colleges.
(2 6 ,  pp. 3 7 2 - 3 7 3 ) * *
This statement in the Act, clearly defines Extension's function as
education. The Scope Report of 1 9 5 8  interprets the function as follows:
This is not education in the abstract, but education for action. It 
is education of an informal and distinct type. It is education 
directed to helping people solve the various problems which they 
encounter from day to day in agriculture, home economics, and 
related subjects. (2 5 ,  p. 3 ) .
*Hereafter the organization will be referred to as the Extension Service 
and the work as Extension worG.
**T h e  number indicated after each reference corresponds with the number 
of this reference in the bibliography. The number for the source is followed 
by a number indicating the page or pages from which the reference was made. 
This procedure w ill be followed hereafter.
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In conducting this program of informal education the Extension Service 
brings to the people of each state the results of research and encourages the 
application of this research to solving problems. More specifically, people 
are helped to:
] .  Identify their needs, problems, and opportunities
2 . Study their resources
3 . Become familiar with specific methods of overcoming problems
A . Analyze alternative solutions to their problems where alternatives 
exist
5 .  Arrive at the most promising course of action in light of their 
own desires, resources and abilities (2 5 ,  p. A)
The Sm ith-Lever Act provided that Extension work be carried on jointly  
by the United States Department of Agriculture and the land grant institution 
in each state. A memorandum of understanding between each state land grant 
institution and the United States Department of Agriculture stipulates that the 
cooperating institution w ill organize and maintain a definite and distinct 
administrative division for the management and conduct of Extension work.
On July 2 3 ,  1 9 1 4 ,  the Memorandum of Understanding between Louisiana 
State University and Agricultural and Mechanical College and the United States 
Department of Agriculture was signed by Thomas D. Boyd, President of 
Louisiana State University and C . F . M arvin, Acting Secretary of Agriculture 
of the United States Department of Agriculture. This Memorandum of Under­
standing set up a cooperative relationship between the United States Department 
of Agriculture and Louisiana State University in organizing and conducting 
Extension work in agriculture and home economics in the State of Louisiana.
In ] 9 2 2 ,  the Louisiana Legislature extended the authority of this
cooperative endeavor to the various parishes of the State in the form of two 
legislative acts. Act Number > 0 0 ,  1 9 2 2  (1 2 , p. 2 0 4 ) ,  authorized parish 
school boards to pay all or part of the salaries of Extension Service personnel. 
Act Number 1 5 ,  1 9 2 2  (1 2 ,  p. 2 0 4 ) ,  authorized police juries to appropriate 
from parish funds, up to $ 1 ,5 0 0  annually to be used in aiding Extension work. 
In 3 9 2 4 ,  Act Number 2 4 6  (3 3 ,  p. 5 1 9 ) ,  was passed, increasing the amount 
of police jury authorized appropriations to $ 2 ,5 0 0 .
A memorandum of understanding between Louisiana State University and
the police juries and school boards is in effect in each parish of the State.
Generally, Louisiana State University agrees to provide personnel, office
supplies, and educational materials to keep Extension agents well informed,
and to consult with the local bodies before making personnel changes. The
police juries and school boards agree to appropriate a specific sum for personnel
salaries, to equip and maintain office space, and to furnish certain other items
of equipment necessary for conducting the Extension educational program.
»
The 4 -H  Club Program
Among those to whom Extension's educational program is directed are the 
4 -H  Club members in organized 4 -H  clubs. These clubs existed prior to the 
passage of the Smith-Lever Act in the form of corn clubs, canning clubs, pig 
clubs, and the like . Although the Smith-Lever Act does not specifically  
mention boys and girls, various discussions leading to the passage of the bill 
frequently mentioned boys' and girls' clubs. Franklin M . Reck reports as 
follows:
Mr. Lever, who expressively called this bill a means for providing 
"itinerant teaching," made certain that club work came within 
the scope of the measure by stating: one of the main features of 
this bill is that it is so flexible as to provide for the inauguration 
of a system of itinerant teaching for boys and girls. (8 , p. J 2 3 )
He made his point even more emphatic with these words:
My efforts to secure the passage of the Smith-Lever Act had the 
most encouragement from the achievement of the members of the 
corn and tomato clubs and I hope sincerely that a large share of 
this money w ill be devoted to an expansion of the work with 
young people. (8 , p. 1 2 3 )
With subsequent legislation, the Sm ith-Lever Act provided a legal basis 
for 4 -H  Club work. The Capper-Ketcham Act of 1 9 2 8 ,  providing for further 
development of Agricultural Extension work, states that its purpose is to further 
develop the work of the Extension Service with men, women, boys, and girls.
From their beginning, 4 -H  clubs have been organized within the school 
system. Adult leadership for 4 -H  clubs comes primarily from teachers in the 
schools. W ith few exceptions, two members of the Extension staff in each 
parish are primarily responsible for the organization and execution of the 4 -H  
program.
Today's philosophy of 4 -H  Club work has departed from the early belief 
that knowledge about subject matter was the only end to be achieved. Today, 
the over-all goal is the development and growth of the individual—mentally, 
physically, socially, and spirtually. The individual 4 -H  project in agriculture 
or home economics is the fundamental and distinguishing feature of 4 -H  Club 
work. One of the basic requirements for e lig ib ility  is that the club member 
actively engage in at least one of the many projects offered. The project is
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used as a means of contact in achieving the fundamental objectives of the 
program.
Kelsey and Hearne summarize as follows:
However much we may work with the humdrum things and the specific 
things of the farm and homey however well we may organize and pile 
up our scientific facts and services, the ultimate and primary purpose 
of it all is the development of the men and women and the boys and 
girls themselves. The devices and methods are only necessary means 
to an end. (5 , p. 1 2 4 )
The informal education provided by 4 -H  work complements the education 
received in the home, church, school, and other youth-serving agencies. Four-H  
Club work provides young people with rea l-life  opportunities to learn by doing as 
they work with projects, participate in meetings, and take part in many other 
educational activ ities.
The developmental needs of young people and the current economic, 
technological, and social situations affecting their future determine the objec­
tives of the 4 -H  Club program. Specifically, the 4 -H  program has the objectives 
of helping young people to:
1 . Acquire knowledge, sk ills , and attitudes for a satisfying home 
and family Iife .
2 . Enjoy a useful work experience, together with the responsibility 
and satisfaction of personal accomplishment.
3 .  Develop leadership talents and abilities to achieve their c itizen­
ship potential.
4 . Appreciate the values of research and learn scientific methods of 
making decisions and solving problems.
5 .  Recognize the importance of scient'fic agriculture and home 
economics and their relationships to our total economy.
6 .  Explore career opportunities in agriculture, home economics, 
and related fields and recognize the need for a continuing 
education.
7 . Appreciate nature, understand conservation, and make wise use 
of natural resources.
8 . Cultivate traits of healthful living, purposeful recreation, and 
intelligent use of leisure time.
9 . Strengthen personal standards and philosophies of life , based 
on lasting and satisfying values.
1 0 . Gain attitudes, ab ilities , and understandings for working 
cooperatively with others. (1 4 , pp. 2 9 - 3 0 )
The Job of the Extension Agent Doing 4 -H  Club Work
In view of the 4 -H  objectives which have been set forth, it is evident that 
the job of the Extension agent doing 4 -H  Club work is one of great importance.
His responsibility involves the planning, organization, and execution of a program 
of educational activities for the young people enrolled in the program. The educa­
tional activities which are stressed are based on the results of a careful analysis 
of the local situation in regards to the needs of the youth. The program is 
planned with the assistance of 4 -H  advisory committees and volunteer adult 
leaders. Based on objectives which are set forth by the advisory committee, a 
long-time program and annual plan of work for 4 -H  are developed. With the 
assistance of trained volunteer leadership the agent is responsible for carrying 
out the annual plan.
In carrying out the annual educational plan, many different techniques are 
used in supplying 4 -H  Club members with the necessary information needed to 
carry out their projects. The agent conducts group meetings, writes circular 
letters, writes news articles for publication in the local newspapers, conducts 
radio and television programs, makes exhibits, and gives method demonstrations 
to groups. He must select the best technique to be used in a given situation.
In general, the mam responsibilit^es of the agent in the execution of the 
4 -H  program are;
1 . The organization of 4 -H  clubs and the proper conduct of meetings 
of the clubs. This includes timely method demonstrations given by the agent 
or a leader.
2 . Supervision of 4 -H  Club members in carrying out their 4 -H  projects. 
This includes teaching subject matter which relates to the project.
3 . The recruitment, induction, and training of volunteer leaders who w 
assist with execution of the program.
4 . The preparation of 4 -H  Club members for participation in parish, 
district, and state events and activities such as:
a) Parish achievement day
b) State 4 -H  short course
c) 4 -H  camps
d) Fairs and livestock shows
Qualifications of Assistant and Associate County Agents Doing 
4 -H  Club Work
Any individual who is a graduate of an accredited college with a 
bachelor of science degree in agriculture and who has a grade-point average 
that is acceptable for admission to the Graduate School of Louisiana State 
University, may be considered for employment as an Extension agent doing 
4 -H  Club work. There are, however, many additional qualifications which 
are considered desirable. These qualifications, in general, were stated at a 
workshop conducted in Baton Rouge, Louisiana on March 2 4 ,  1 9 5 7
(24  , pp. 2 4 - 2 5 ) .  The report of this work group was divided into two major 
areas as follows:
] .  Minimum requirements
a) Physically fit
b) Interest and ability  to work with people
c) Favorable response to supervision
d) Cooperative, friendly, enthusiastic, courteous, tactfu l, w e ll-
groomed, honest, and emotionally mature
e) High morals
f)  High degree of integrity
2 .  Desirable qualifications
a) Rural background
b) Training in Extension methods, sociology, and psychology
c) A bility  to teach effectively, develop leadership in other
people, write effectively, and speak before groups
The written job description of the assistant or associate county agent doing 
4 -H  Club work, which is on file  in every parish Extension office, lists numerous 
job qualifications which are considered necessary to properly fill the position 
(3 9 ,  pp. 2 - 3 ) .  In addition to general qualifications, some of which have been 
previously mentioned, the job description mentions the following qualifications 
pertaining specifically to 4 -H  Club work:
1 . A knowledge of the basic needs of youth
2 . The ability  to plan, organize, execute, and evaluate a parish- 
wide 4 -H  program.
3 . Be of good moral character, pleasing personality, interested in young 
people, honest, and possess initiative and enthusiasm
4 .  The following experiences are desirable:
a) Former 4 -H  membership
b) Experience in working with young people
c) Active participation n other youth organizations
Individuals seeking employment as Extension agents doing 4 -H  Club work 
in Louisiana are requested to submit the following materials:
1. A completed application form—this is a three-page form entitled, 
"Application for Employment with the L .S .U .  Agricultural Extension Service."
It requests information concerning personal characteristics, farm experience, 
educational background, experience in 4 -H  Club work, previous employers, and 
character reference.
2 . An official transcript of all earned college credits, including grades
3 .  A one-page handwritten statement entitled, "Why I Want to Be An 
Extension Worker"
4 .  Three letters of recommendation
5 . A recent photograph
Despite the many qualifications which the Extension Service seeks in 
Extension agents doing 4 -H  Club work, it is a matter of record that there is a 
wide variation in the level of job performance of these individuals. Do high 
performance agents have characteristics which are different from low performance 
agents? Can some of these characteristics be identified? The answer to these
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questions might be helpful in improving the level of performance of agents who 
are presently on the job and in furnishing some guidance when placing agents 
into 4 -H  positions.
i.  THE PROBLEM
Statement of the Problem
The scope of the 4 -H  program has been explained and the major objectives 
of 4 -H  Club work have been outlined. An attempt has been made to show the 
contribution which the Extension Service can make to the total education of the 
boys and girls who participate in 4 -H  Club work. The extent of this contribu­
tion w ill depend upon the level of job performance of the agent who is responsible 
for conducting the program. Every attempt should be made to improve the job 
performance of those agents presently engaged in 4 -H  Club work and to select 
the most competent individuals to fill open positions.
The major problem involved in this study was to determine if there are factors 
wh.ch are associated with the level of job performance of assistant and assoc!ate 
county agents who do 4 -H  Club work in Louisiana. If associated factors do 
exist, what are they?
Purpose of the Study
The primary purpose of the study was to obtain and interpret data which
would be useful in determining a set of characteristics that were associated
with job performance level of assistant and associate county agents doing 4 -H
Club work. This information could be very helpful to the Extension Service 
in placing the most suitable individuals in positions of 4 -H  work.
] 1
The study involved the follow'r-g spec:tic objectives:
1 . To determ'ne the level of job performance of assistant and associate 
county agents doing 4 -H  Club work.
2 .  To obtain information from assistant and associate county agents 
doing 4 -H  Club work in regards to:
a) Personal character sties
b) Farm background
c) Parents' character: st'cs
d) High school experiences
e) 4 -H  experiences
f) FFA  experiences*
g) College experiences
h) Undergraduate scholastic record
i) Graduate scholastic record
j) Attitudes concer^ ng Extension policies
k) Degree of satisfactior with various phases of their job
3 . To determine the relauo-ship between selected factors and the level
of job performance of assistant and associate county agents doing 4 -H  Club work.
Scope of the Study
This study included assistant and associate county agents doing 4 -H  Club 
work who had completed at least two years of service as of February 1 9 6 4 . The
*F F A  refers to Future Farmers of America. The abbreviation FFA  will 
be used hereafter.
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primary reason for this limitation was as follows: A ll Extension agents employed 
to do 4 -H  Club work are in a probationary period for two years. It  is generally 
agreed upon by Extension supervisors that agents' performance ratings can be 
more accurately made after completion of th's probationary period.
The study included fifty-four ass stant and associate county agents 
located in fifty different par sries Twenty were employed in the Central 
Southwestern Extension D istrict, seventeen were employed in the Southeastern 
Extension D istrict, and seventeen were employed in the Northern Extension 
D is tr ic t.*  Figure 1 shows the location of the agents by parish.
Definition of Terms
4 -H  project -  A specif c phase of 4 -H  Club work o ffic ia lly  adopted and set 
up in the Louisiana 4 -H  Club regulations and offered to interested club members 
as part of their program.
4 -H  program -  The entire scope of 4 -H  Club work, including both project 
work and related activ ities .
Extension district -  A geographic area consisting of either twenty-one or 
twenty-two civil parishes.
District agent -  A person responsible for administration and supervision of 
Extension work in a geographic area consisting of either twenty-one or twenty- 
two civil parishes.
District program specialist (4 -H ) -  A member of the district agent's staff
*Louisiana has three Extension D istricts.
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who is responsible for assisting Extension agents in conducting the 4 -H  program 
in each parish of a district.
4 -H  agent -  An assistant or associate county agent doing 4 -H  Club work. 
For ease of expression, this title  w ill be used hereafter when referring to agents 
who conduct the 4 -H  program.
14
Figure ] .  The shaded areas show the fifty Louisiana parishes in which the 4 -H  




The population tor this study cons sted ot all 4 -H  agerus in the State of 
Louisiana who had completed two years ot Extens or work as of February 1 9 6 4 ,  
This amounted to a total of tifty-four individuals distributed in fifty parishes in 
all geographical areas of the state. Sever parishes did not have an assistant 
or associate county agent responsible tor the 4 -H  program. The 4 -H  agent in 
seven other parishes had been on the job for less than the two-year minimum.
Determining the Level of jo b  Performance of the 4 -H  Agents
To fu lfill the first major objective of the study, it was necessary to deter­
mine the level of job performance of the 4 -H  agents included in the study. The 
real need was a division of the 4 -H  agents into two equal groups— upper and 
lower— based on the level at which they performed their job functions.
On the basis of considerable research, the paired comparison method of 
personnel appraisal was selected as the method to be used to determine the level 
of job performance. This system gave a numerical performance score to each 
individual, thus making it very simple to determine the upper and lower per­
formance group.
The Paired Comparison Method -  The paired comparison method of 
personnel ranking is a psychological scarng metnod. In us.ng this method,
15
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all individuals to be evaluated are presented to the ranker, in all possible pairs. 
The ranker judges which one of the pa r is of greater value than the other In 
some defined respect. Th s can be some individual trait or character, or over­
all job performance. A numerical result, representing the number of times each 
individual is judged higher on the scale than every other individual, is obtained. 
The essential part of the process consists of Ending the mean of the proportions 
of judgments for every individual as compared with every other one.
As mentioned previously, the ranking of the 4 -H  agents was necessary to 
determine the upper and lower performance groups, it appeared that the pa red 
comparison method would be the best method for achieving this objective, since 
it would force a rank order and "eliminate the almost universal upward distortion 
of ratings, with most ratees receiving the same score." (2 1 , p. 12)
Newman has this to say about the ranking system:
It avoids the confusion of one rater using the word "good" to 
mean the same thing that another does by "excellent." It also 
catches the rater who wants to put everybody >n the same grade.
Moreover, it stresses the difference between individuals, which is 
usually the significant thing. (6 , p. 3 4 ) )
Research indicates that the pa red comparison method can produce satis­
factory results in appraising personnel. Shively (4 3 , as quoted in 1 6 , p. 4 0 ) ,  
in a study of Extension workers, found that the intercorrelation between raters 
for the paired comparison and scale check list was 0 .8 2  and 0 . 6 4 ,  respectively.
Cassell (3 6 ,  pp. 7 1 - 8 7 ,  1 2 5 - 1 2 8 )  compared the re liability  of the paired 
comparison instrument and the scale check list instrument in evaluating relative 
job performance. Some of hIs fndings were as follows:
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1. The paired comparison instrument displayed more stability among the 
ratings by supervisors than the scale cneck list instrument.
2 .  The paired comparison instrument displayed a stronger association 
between the ratings of the same individuals by different supervisors than the 
scale check list instrument.
3 .  The scale check instrument was not as reliable as the paired comparison 
instrument in evaluating relative job performance.
4 .  The closeness of the relationship between the two instruments indi­
cated that they tended to measure the same thing. This adds a measure of 
valid ity .
5 .  The paired comparison instrument seemed to function with equal effec­
tiveness for the 4 -H  Club agent position, the home economics agent position, and 
the county agent position.
In the development of an evaluation instrument in the Ohio Cooperative 
Extension Service, Hudson (3 8 , pp. 3 8 - 4 8 )  used the paired comparison 
system as a criterion for validating a portion of his instrument. He found a 
sufficiently high level of re liability  of the paired comparison rating.
Troyer (4 5 ,  pp. 5 1 r 5 6 )  compared the scale check list with the partial -  
paired comparison method of rating personnel in the Indiana Extension Service.
He concluded that the partial-paired comparison method (this is a modification of 
the original paired comparison method) would place individuals adequately and 
much less expensively than the scale check lis t, if the single need is to deter­
mine the approximate order of work performance.
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The Ranking Procedure -  After selection of the ranking method, the next 
step was to determine who would rank the 4 -H  agents. A review of literature 
on supervisory techniques indicated that the person charged with the immediate 
supervision of an employee could rank job performance more accurately than any 
other. In the case of the 4 -H  agents, the district agent is responsible for 
supervision. The district agent delegates some authority to the district program 
specialist (4 -H ) to assist with this job of supervision. These two individuals 
are very familiar with the job performance of all 4 -H  agents in their district.
They become familiar with the performance of the 4 -H  agents by visiting in the 
parishes to observe events and activities; to assist with planning and organization 
of programs of work; to observe teaching methods used at 4 -H  Club meetings and 
other types of demonstration meetings; to assist 4 -H  agents in conducting formal 
evaluations of the local program, and to counsel with 4 -H  agents on problems 
affecting the execution of the parish 4 -H  program. In addition, the district 
agent and the district program specialist (4 -H ) receive monthly and annual 
narrative reports from each 4 -H  agent. A lso, annual written plans of work, 
which outline the work to be done by 4 -H  agents, are reviewed.
When it was determined that the district agent and the district program 
specialist (4 -H ) would be best qualified to rank the 4 -H  agents in their respec­
tive districts, they were requested to do so. Both individuals in each of the three 
Extension districts were anxious to cooperate.
The next step called for the placement of the 4 -H  agents in each district 
into all possible pairs. For example, in the case of the Central Southwestern
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district, where twenty individuals were ranked, each individual was paired with 
another on nineteen different occasions. The total number of pairs presented to 
the ranker in this same case was 1 9 0 .
The order of presentation of pairs is very important. Every individual 
should appear equally as often on the right as on the le ft. No individual is given 
two successive pairings. Lawshe and Kephart (1 8 , pp. 5 - 1 5 )  have devised a 
set of tables which outlines the proper order of pair presentations. These tables 
were used in making the pairings in this study.
The paired comparison method of personnel ranking was thoroughly 
explained to each ranker before he began the process. In addition, each was 
given a written list of specific instructions to follow (Appendix A ).
After receiving proper instructions, each ranker was given a booklet of small 
sheets, each sheet containing a pair of names. The ranker rated one of the two 
individuals in first place and indicated this by placing an (X) in the block beneath 
that name.
This same procedure was followed for each pair of names in the booklet.
For example:
James Smith Robert Brown
czi m
The rankers carried out their task in accordance with the following 
procedure:
1 . For each pair of names the ranker asked himself this question, "Which
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of these two agents is doing his present job better?" He placed an (X) beneath 
the name of the one that he thought was doing the better job.
2 . The individual pairs were rated in the exact order that they were 
arranged by the researcher. None of the pairs were skipped and then returned 
to later.
3 .  After all pairs were rated, the ranker was asked not to check or review 
his ratings.
The rating sheets were reviewed and a ta lly  was made to determine the 
number of times that each agent was chosen in all comparisons. Performance 
scores were then calculated for each individual by application of the following 
formula:
Mp =  ? + .r 5n (3 , pp. 1 5 4 - 1 7 6 ) .
ni\l
where: C =  total number of choices given to an individual
N =  number of raters 
n =  number of individuals being rated 
Mp =  Performance score
After calculation of scores for each individual in the study, the scores 
were arranged from highest to lowest. The twenty-seven with the highest scores 
were placed in the higher performance group and the twenty-seven with the lowest 
scores were placed in the lower performance group.
Determination of Factors to be Related to Job Performance
The factors used in this study constitute the independent variables. Each 
statement, each question, each factual occurrence, and each process is con­
sidered as an independent variable when related to job performance.
2 1
Sixty-four factors were selected to relate to job performance. The factors 
to be tested were determined with the aid of several guidelines. The following
seventeen factors were selected from previous research conducted by Nye (2 0 ),
Austman (3 2 ) ,  Warren (4 6 ) ,  and Sundaraj (44 ):
1 . Age
2 .  Tenure
3 .  Size of farm
4 .  Size of high school student body
5 .  Participation in high school organizations
6 .  Membership in FFA
7 . Major enterprises in vocational agriculture supervised farming 
program
8 . Awards received in FFA
9 . Financing college education
1 0 . Undergraduate grade-point average in education
1 1 . Undergraduate grade-point average in physical science
1 2 . Undergraduate grade-point average in the humanities
1 3 . Undergraduate grade-point average in technical agriculture
1 4 . Undergraduate grade-point average in social science
15. Undergraduate grade-point average in major
1 6 . FFA  officer years served
1 7 . FFA  activity participation
The "Application for Employment" form used by the Louisiana Agricultural 
Extension Service requests certain factors from prospective employees. It is
assumed that these factors are considered to be related to job success since 
they are used as part of the criteria in selecting new personnel. For this reason, 
the following factors which are requested on the application form were selected:
1 . Farm status prior to college
2 . Membership in 4 -H
3 . Participation in 4 -H  activities
4 . Amount of 4 -H  awards received
5 . Area in which bachelor of science degree earned
6 . Grade-point average in total undergraduate curriculum
7 . Graduate degree status
8 . Area in which graduate degree earned
9 . Total graduate grade-point average
1 0 . Previous employment
Based on the researcher's previous experience as a supervisor of 4 -H  
programs and on discussion of the matter with the district agents who employ 
and supervise 4 -H  agents, the following additional factors were selected for 
study:
1 . Years served as a 4 -H  officer
2 .  Major 4 -H  project area pursued
3 .  High school athletic participation
4 .  High school curriculum pursued
5 .  Average grades in high school
6 .  College from which bachelor of science degree earned
7 . Participation in college organizations
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8 . Credit hours in undergraduate curriculum
9 . School grade completed by mother
1 0 . School grade completed by father
1 1 . Mother's organizational participation
1 2 . Father's organizational participation
1 3 . T itle  of agent
Eighteen other factors were related to job performance. Nine of these factors 
were concerned with the 4 -H  agent's attitudes toward certain organizational poli­
cies and nine were concerned with the 4 -H  agent's degree of satisfaction with 
various aspects of his job.
The factors concerning attitudes were selected from a series of questions 
that were developed for use by the Agricultural Extension Service Self Study of 
1 9 6 2  (4 0 , pp. 4 - 1 8 ) ,  The researcher was a member of the eight-man steering 
committee which developed the instrument and conducted the self study. Factors 
concerning attitudes which were related to job performance are:
1 . The 4 -H  agent's agreement or disagreement with the statement: "In 
the Extension Service, every individual is shown personal consideration."
2 .  The 4 -H  agent's agreement or disagreement with the statement:
"Agents doing primarily 4 -H  work with comparable performance, length of 
service, and educational training should be paid as much as county agents."
3 .  The 4 -H  agent's agreement or disagreement with the statement: "The 
present organization of the Extension Service provides the best conditions for 
getting Extension's work done."
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4 .  The 4 -H  agent's agreement or disagreement with the statement:
"There is a need for adjustments in program responsibilities to more equitably 
distribute the work load among staff members."
5 .  The 4 -H  agent's agreement or disagreement with the statement: 
"Agents are being unduly called on for special programs or tasks."
6 .  The 4 -H  agent's agreement or disagreement with the statement: 
"Advisory committees are sound in theory, but not in practice."
7 . The 4 -H  agent's agreement or disagreement with the statement: "The 
time and effort devoted to programming is well worth i t ."
8 .  The 4 -H  agent's agreement or disagreement with the statement: 
"Agents have to spend too much time away from regular parish work, attending 
training meetings and other out-of-parish events."
9 . The 4 -H  agent's agreement or disagreement with the statement: "The 
plan of work is practical and useful in performing the Extension job ."
The factors concerning degree of satisfaction with certain aspects of the 
Extension job were obtained from a satisfaction scale developed and used by 
Dolan (3 7 ) in his study of roles of county agents in the Louisiana Agricultural 
Extension Service. Factors concerning job satisfaction which were related to 
job performance were:
1 . The 4 -H  agent's response to the following question: "How satisfied 
are you with Extension work when you compare it with other types of work which 
are similar with respect to importance, difficulty, and training required?"
2 .  The 4 -H  agent's response to the following question: "How satisfied 
are you with the methods used with respect to promotions?"
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3 .  The 4 -H  agent's response to the following question; "How satisfied 
are you with the methods used with respect to salary increases?"
4 .  The 4 -H  agent's response to the following question: "How satisfied 
are you with the present regulations concerning travel allowances?"
5 .  The 4 -H  agent's response to the following question: "How satisfied 
are you that if you 'had it to do over again1 you would enter the field of Extension 
work? "
6 . The 4 -H  agent's response to the following question: "How satisfied 
are you with your present job when compared to all other jobs in the Extension 
organization?"
7 . The 4 -H  agent's response to the following question: "How satisfied 
are you with the amount of time which must be devoted to your present job?"
8 . The 4 -H  agent's response to the following question: "How satisfied 
are you with the amount of night work or overtime work connected with your job?"
9 . The 4 -H  agent's response to the following question: "How satisfied 
are you that the number of reports and other paper work required in your present 
job are just about right?"
Development and Use of Data Gathering Devices
After determining the specific factors which would be tested in relation to 
job performance, two devices were developed and used for collecting data. One 
was a questionnaire that was administered to the fifty-four 4 -H  agents in the 
study. A portion of this questionnaire was also administered to a panel of five 
Extension administrators. The other device was a form on which was
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recorded the credit hours and grades of all college courses taken by each 4 -H  
agent.
The Questionnaire -  The questionnaire was divided into two major sections 
designed to obtain specific information from the respondents. Section I ,  entitled; 
"Background Information," sought to gather information from the respondents in 
regards to (1 ) personal characteristics, (2) farm background, (3) parent's 
characteristics, (4) high school experiences, (5) Four-H experiences, (6) FFA  
experiences, and (7) college experiences. Section I I ,  entitled, "Attitudes," 
sought to gather information from the respondents in regards to (1) attitudes con­
cerning Extension policies and (2) degree of satisfaction with various aspects 
of their job. The portion of the questionnaire related to attitudes concerning 
Extension policies was also administered to a panel of five Extension administrators.
The questionnaire was pre-tested by three 4 -H  agents who were not included 
in the study. Upon the suggestions of these three individuals, several changes in 
the wording of questions were made before the questionnaire was submitted to the 
respondents in the study. A copy of the questionnaire is found in Appendix B.
College Transcript Instrument -  This instrument was a very simple form 
onto which pertinent information from the agents' college transcript was transferred. 
The instrument was designed to provide space for recording the number of credit 
hours, the grade, and the quality points in each of the following broad curriculum 
areas:
1. Physical science
2 Social  science
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3 .  Humanities
4 .  Education
5 .  Technical agriculture
6 .  Undergraduate major
7 . Total undergraduate curriculum
8 .  Total graduate curriculum
A copy of the college transcript instrument is found in Appendix C.
Collection of the Data
After the 4 -H  agents were rated by their respective district agents and
district program specialists (4 -H ) , performance scores were calculated by use
of the following formula:
Mp =  Q -t ,.:.5n (3 , pp. 1 5 4 -1 7 6 )
nN
where: C =  total number of choices given an individual
N =  number of raters 
n = number of individuals being rated 
Mp = Performance score 
This completed the data collection process in respect to level of job performance.
The questionnaire was admin'stered to the respondents by the researcher. 
The researcher attended 4 -H  training meetings in Ruston, Natchitoches, 
Lafayette, Baton Rouge, Thibodaux, and Hammond, Louisiana, where the 
respondents completed the questionnaire in group situations. In all cases the 
purpose of the study was explained a^d a full explanation given of the manner in
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which the questionnaire was to be completed. The researcher was available to 
answer any questions which might be asked to clarify the procedure.
Permission was granted by the Registrar of Louisiana State University to 
review the college transcripts of all individuals in the study. This included 
the record of all course work transferred from junior colleges or other land-grant 
institutions or state universities. Since all 4 -H  agents in the study had either 
earned a degree from Louisiana State University or were enrolled in the graduate 
school of the university, a complete college transcript was available on each 
individual.
Information from the Registrar's records was transferred to the college 
transcript instrument designed for the study. This information was later used 
to calculate the grade-point averages in the eight major curriculum areas studied.
Analysis and Treatment of Data
The job performance scores, the information from the completed question­
naires, and the information from the college transcript instruments were coded 
and then punched on cards for electronic computation. Tabulations and statistical 
tests were performed on electronic computers in the Louisiana State University 
Computer Research Center.
Frequency distributions in terms of numbers and percentages were computed 
for both the high performance and low performance groups. The data were pre­
sented in tabular foim, showing a comparison of the percentage of high performers 
and the percentage of low performers who possessed specific characteristics.
Statistical analysis of the data was accomplished by testing the
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significance of the difference between high and low performance individuals in 
regards to each specific factor.
Statistical analysis was first done by using the analysis of variance 
procedure. This procedure yielded some unusual results. The results were 
reviewed by the head of the Department of Experimental Statistics at Louisiana 
State University and it was determined that the data were of such a nature that 
they could not be accurately analyzed by this method. At the same time, it was 
determined that the chi-square test for significance could be used. This test was 
applied to the difference between the high and low performance group in the case 
of each factor studied. The formula used in computing each chi-square value 
was:
fe
where: fo =  observed frequency
fe = expected frequency 
The chi-square test was considered significant at the .2 0  level. The actual level 




Numerous books, pamphlets, theses, and professional articles were reviewed 
to provide the necessary background for developing the data collecting instru­
ments and conducting the study. A complete list of literature reviewed is 
presented in the bibliography.
Available literature relating directly to the problem outlined in this study 
was limited. Business and industry have done some research on the relationship 
between employee characteristics and job success, however, the amount has been 
limited.
Related Research
Most related research done by business ano iustry has been in connection 
with the weighted application form. The development of the weighted form in­
volves identification of factors associated with successful and unsuccessful 
employees. If successful employees possess certain characteristics that the 
unsuccessful ones do not, it may be that these characteristics are significant 
to success. Some of the relationships may be positive; others negative. For 
example, the number of dependents may correlate positively with success on the 
job; whereas, the number of jobs held in recent years may draw a negative rela­
tionship.
A weighted application form is constructed by taking the items of 
information given on application blanks and assigning weights or numerical
3 0
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scores to the items, based on the extent to which it is believed that the item is 
related to job success. A total score can be derived for each individual. It is 
assumed, or at least hoped, that the score will be predictive of success in some 
occupation.
A specific example of a weighted item is given by Scott, Clothier, and 
Spriegel (9 , pp. 1 1 6 - 1 1 7 ) .  There are seven possible answers to the inquiry 
concerning the number of full dependents of the applicant. Each of the answers 
is listed, along with its weighted value, as follows:





4  dependents 8
5 dependents 7
6  or more dependents 4
The score received by the individual on the question would be added to 
the scores received on other questions to arrive at a total score. This total 
score would then be used as a guide for predicting job success.
Ahern (1 5 , p. 2 0 ) states that the weighted application form is essentially 
a test since the total score attained by the applicant is checked against the 
critical score which has been found to differentiate between those who succeed 
and those who do not.
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Kerr and Martin (2 7 , pp. 4 4 2 - 4 4 4 )  have reported on the significance 
of various personal history items as indicators of probable success in a fairly  
wide range of jobs in a single company. They found significant positive rela­
tionships for such items as marital status, home address, birthplace, former 
employment in the company, number of personal references, previous positions, 
and membership in organizations. There was a negative association when 
average socio-economic living status, number of children, and number of 
dependents was related to job success. The authors concluded as follows:
Since in this study the application blank accounts for approximately 
10 per cent of the variance in job success of an extremely heterogenous 
group of employees, it seems reasonable that the application blank or 
a systematic autobiographical inventory should become a standard part 
of the psychometric battery in industry. (2 7 , p. 1 4 4 )
Kurtz (2 8 ,  pp. 2 - 4 ) ,  in his discussion of the weighted application blank,
indicates that evidence from several fields of work shows that a man's past is a
very important indicator of his future. As an example, he refers to a biographical
data blank which is used by the United States Navy Bureau of Medicine and
Surgery to predict the success of naval aviators. He reports that information
gathered by this blank is one of the best predictors of the success of naval pilots.
Scott, Clothier, and Spriegel (9 , p. 1 1 7 ) give a very good summary of
some of the findings of companies that have carefully analyzed the predictive
value of the application form.
1 . A telephone company found that future success was indicated by good 
scholarship in school, campus activ ities, and graduation at an early age.
2 . A company selling shoes discovered that, for its sales personnel, 
height and weight are not diagnostic of either success or failure.
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3 . A company employing cab drivers found that the items which differ­
entiated the most were age, nationality, marital status, number of children, 
number of dependents, trade followed, and weight.
4 .  A company manufacturing soap found four items to be indicative of 
success: (a) nine years of schooling, (b) ability to read blueprints, (c) age 
twenty-five to thirty-nine, and (d) military service and military rank.
5 .  A company conducting house-to-house selling found that, of the items 
on its application blank, married and age th irty-five to forty were the two items 
most predictive of success.
Weighted application blanks cannot be used interchangeably by organiza­
tions. They must be developed for use by a specific organization. Johnson and 
McCormick (1 7 , p. 5 9 ) state that the same weighted form cannot be used by two 
different Extension services, may not be appropriate for use at two different times, 
and, quite possibly, would not be appropriate for both agriculture and home 
economic agents. Concern:ng this matter, Ahern has this to say:
Since an item valid for one particular type of job may be invalid,
or even negative in its prediction of success on other types of jobs,
none should be transferred from one field to another without research.
(1 5 , p. 20 )
In regards to an employee's scholastic record as an indicator of job success, 
Boynton (1 , pp. 5 4 - 5 5 )  cautions about placing too much value on this one factor 
when selecting employees. He mentiors a study made in 1 9 3 3  by a Massachusetts 
Institute of Technology professor whxh showed that, of the men from the institu­
tion who gained a place in Who's Who >r America, 15 per cent came from the top 
tenth of the class ard 2 2  per cer t from the botton tenth. He cor eludes that,
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while good grades have a certain value, the most important factor is not what 
knowledge a man has, but how he can use it.
Pesson (4 2 , pp. 1 *3 ) points out that a student's scholastic record is an 
indicator of his degree of will ingness to work and an index of his native abil ity to 
grasp information. This thesis is supported by a study of a stratified random 
sample of graduate students' records at Louisiana State University. The study 
revealed that 3 2  per cent of those on probation had undergraduate grade-point 
averages of 1 .0  to 1 .5  (A =3) and 4 3  per cent had 1 .5  to 2 .0  undergraduate 
averages. On the other hand, 3 6  per cent of those who were not on probation had 
1 .5  to 2 .0  undergraduate averages and 4 3  per cent had 2 .0  to 2 .5  undergraduate 
averages. Since the two factors mentioned--degree of willingness to work and 
index of native intelligence--are essential to level of job performance of an indi­
vidual , this alone should support the value of the scholastic record as a predictor 
of job success.
Wagner (3 1 , p. 1 8 1 -1 8 6 )  tested 1 5 0  young executives using standard 
psychological tests and standard biographical data. Of thirty-one variables 
tested, six were found to correlate significantly with job success. Only one of 
these six variables--years of education— was correlated highly enough for 
practical significance in prediction.
Extension Oriented Studies
One of the first individuals to conduct a study of factors relating to county 
agent success was Ivan Nye (2 0 ,  pp. 1 4 -3 4 ) .  The study involved county agents, 
associates, and assistants in the Missouri Agricultural Extension Service. P ri­
mary findings in this study were as follows:
1. Differences in county agent effectiveness were not associated, to 
any considerable degree, with differences in the agent's high school or college 
preparation or with differences in the teaching techniques which the agents 
emphasized in their work. This conclusion was substantiated by the fact that 
there was no significant difference between agents who specialized in one 
agricultural department and those who took broader training in college. Neither 
was any difference found between those who took vocational agriculture in high 
school and those who did not. Whether or not they took graduate work had no 
significant bearing on their job success.
2 . There was generally a moderate correlation between agent effective­
ness and vocational interest (interest in his job).
3 .  Agents' attitudes toward the people with whom they worked had some 
value (is a predictor of effectiveness.
4 .  The personality of the agent appeared to be an important predictor of 
agent effectiveness.
In summary, it was shown that the four variables considered in Nye's study 
explained 63  per cent of the variation in the rated effectiveness among agents, 
which meant that 3 7  per cent of the variation was unexplained.
Sundaraj (4 4 , pp. 8 9 - 9 1 )  studied the scholastic records of 2 2 9  county 
agricultural Extension agents in Tennessee. He tested sixteen factors to deter­
mine their relation with the job performance rating of these individuals. He found 
the following factors were associated significantly with total average job per­
formance ratings and could be accepted as predictors of job performance:
1. Average undergraduate grade-point earned
2 . Credit hours of undergraduate educational course work completed
3 . Years served in Extension work
4 . Average graduate grade-point earned
5 . Average graduate social study grade-point earned
He identified the following factors as being non-significant:
1 . Credit hours of undergraduate technical course work completed
2 .  Average grade-point earned in technical course work
3 . Credit hours of social study course work completed
4 . Average grade-point earned in graduate technical course work
5 . Credit hours of graduate educational course work completed 
Warren (4 6 ,  pp. 3 4 - 3 6 ) ,  in a study of th irty-five successful agents,
showed several significant relationships between percentage of course work in 
certain curriculum areas and success in the Agricultural Extension Service. The 
highly successful agents had taken a significantly smaller amount ot course work in 
technical agriculture than the unsuccessful agents. On the other hand the highly 
successful agents had taken a significantly larger amount of course work than the 
unsuccessful agents in the following subject-matter areas: mathematics, economics, 
communications, sociglogy, education, military science, and phys;cal education.
In the field of science there was no significant difference between the two groups. 
Warren concluded that those persons who have spent part of their training period 
in the social sciences have a better chance of making successful careers in the 
Cooperative Extension Service.
3 7
Brown and Stauffer (3 4 ,  pp. 1 -6 )  report on a study conducted in the 
Pennsylvania Agricultural Extension Service, using sixty-three county agents 
as a sample. The undergraduate transcript of each agent was examined and 
courses were categorized into science, applied agriculture, education, English 
and communications, behavioral sciences, humanities, and military science. 
Grade-point averages for each person in each category were used as independent 
variables. The relationship between number of college credits earned and agent 
effectiveness was non-significant in all categories of the curriculum with the 
exception of: (1) English and communications and (2) communications alone.
In a study of personnel selection and salary administration conducted by 
Axinn (3 3 ,  pp. 1 4 6 - 1 4 9 ) ,  performance ratings of agents were correlated with 
several independent variables such as age, sex, tenure, scholastic achievement, 
etc. The results of these correlations were as follows:
1 . Very little  relationship existed between age and performance rating.
2 .  Some relationship existed between academic achievement and per­
formance rating.
3 .  No relationship existed between tenure and performance rating.
4 .  Very little  relationship existed between the number of year^ prior 
experience and performance rating,
Austman (3 2 , pp. 9 8 - 1 4 2  and 1 9 9 -2 0 3 )  studied the relationship between 
sixty-two background factors and the role performance of sixty-five Extension 
agents in Wisconsin. Only fifteen of the sixty-two factors showed virtually no 
relationship. Among these were the following:
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1 . Marital status
2 . W ife's education in years
3 .  Size of farm from which agent came
4 .  Type of farm from which agent came
5 .  Grade-point average in basic science courses in college
6 . Total number of credits attained during college undergraduate training
7 .  The particular college or university attended
8 .  The source of finance for the agent's college education
9 . The agent's rank in his high school graduating class
A careful analysis of the findings of this study revealed that nine factors 
showed a high degree of relationship with performance. Those which showed a 
positive relationship were:
1 . The agent's age
2 .  The agent's participation in high school activities
3 .  The agent's over-all scholastic achievement in college
4 .  The agent's grade-point averages in humanities, agriculture, and social 
sciences
5 .  The agent's grade-point average in college undergraduate major
6 .  Vocational experience following college graduation and prior to 
Extension employment
Negative relationships were shown between job performance and the 
following factors:
1 . High 6chool and college organization participation other than 4 -H  
and FFA
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2 . High school 4 -H  participation
3 .  High school FFA  participation
Bruce (3 5 /  pp. 1 0 3 -  1 0 4 ) studied the problem , of predicting success in the 
administrative supervisory role of senior county agricultural agents in eleven 
states. Seventy-one senior county agricultural agents were included in the study. 
The supervisory effectiveness of these Extension agents was measured by the Ohio 
Professional Performance Report. The following variables were hypothesized as 
being associated with effective administrative-supervisory performance:
1 . Scores on three existing supervisory selection tests
2 .  Undergraduate grades
3 .  Participation in undergraduate organizations
4 .  Undergraduate academic major
5 .  Service as agent-trainee while an undergraduate
6 .  Prior experience in a supervisory capacity
7 .  Prior experience in a related Extension position
8 .  Age at the time of appointment or promotion to senior county 
agricultural agent
9 . Prior training in administration or supervision
None of the nine variables listed above were found to be associated with 
effective administrative-supervisory performance of county agents.
In a Michigan study, Posz and Stone (2 2 , as quoted in 2 3 ,  p. 4 6 )  found 
that scholastic attainment was not positively correlated with the success of county 
agricultural agents. A positive correlation, although not high, was found between 
academic achievement and success among 4 -H  agents. The study failed to show
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a positive relationship between success on the job and the number of credit hours of 
work taken in technical agriculture.
In an effort to establish some degree of reliability of certain factors as 
predicators of county agent success, a summary of specific factors which were 
tested in more than one study is outlined at this point.
1 . Participation in vocational agriculture in high school -  One study 
indicated that this factor was not significant. Another study indicated that this 
was a significant factor with a negative relationship.
2 .  Age of the individual -  One study indicated that there was a significant 
relationship between age and success as a county agent and another study indicated 
that this factor was not significant.
3 .  Tenure of the agent -  One study indicated that this factor was signi­
ficantly related to county agent success. Another indicated that there was no 
significant relationship.
4 .  Amount of technical agricultural course work taken -  Three studies 
indicated that specializing in technical agriculture was not significantly related 
to success. A fourth study indicated that a small amount of technical agriculture 
taken was significantly related to county agent success.
5 .  Amount of course work taken in social science -  One study Indicated 
that there was no significant relationship between this factor and county agent 
success. Another study indicated that there was a significant relationship 
between a large amount of course work in social science and county agent 
success.
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6 . Amount of course work taken in education -  One study indicated that 
this factor was significantly related to county agent success. Another study 
indicated that no significant relationship existed.
7 . Grade-point average in technical agriculture -  Two studies indicated 
that this factor showed no significant relationship to county agent success. 
Another study indicated that this factor was significantly related to county agent 
success.
8 .  Grade-point average in basic science -  Two studies indicated that 
this factor was not significantly related to county agent success.
9 . Grade-point average in humanities -  One study indicated that this 
factor was significantly related to county agent success. Another study indicated 
that no significant relationship existed.
1 0 . Over-all undergraduate grade-point average -  Two studies indicated 
that this factor was significantly associated with county agent success. Two 
studies indicated that there was no association between undergraduate grade- 
point average and success as a county agent.
1 1 . Prior experience -  Two studies indicated that there was very little  
relationship between prior experience and level of job performance as an agent. 
One study indicated that there was a positive relationship between prior vocational 
experience and job performance le v e l.
In general, the findings in the various studies that were reviewed differed 
considerably. This tends to support the idea which has been advanced that pre­
dictors of employee success must be developed for a specific group of personnel, 
within a specific organization, and perhaps for a specific period in time.
CHAPTER iV
BACKGROUND OF 4 -H  AGENTS
This chapter presents a description of personal, social and educational 
factors that are characteristic of the 4 -H  agents included ;n this study. These 
factors are related to the levels of job performance of the 4 -H  agents to determine 
if there is a statistically significant relationship between the factors and job 
performance. The analysis of the college transcript w ill not be included as part 
of the educational factors in this chapter. A separate chapter w ill be devoted 
entirely to this subject.
As mentioned in Chapter I I ,  the level of job performance of the 4 -H  agents 
in the study was determined by using the paired comparison method of personnel 
ranking. Each individual in the study was given a numerical score. (See 
Appendix F for a list of these scores.) After the rank order was established, 
the respondents were divided into two equal parts—those ranking from one through 
twenty-seven comprised the high performance group and those ranking from twenty- 
eight through fifty-four comprised the low performance group. The various factors 
studied were compared for these two groups.
I .  PERSONAL CHARACTERISTICS
The personal characteristics of the 4 -H  agents that were studied included 
age, t it le , tenure, and previous employment. The individuals were asked to 
indicate their age at nearest birthday, their present Extension title  and the date
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of employment with the Extension Service. A lso, the individuals were requested 
to indicate any periods of employment, including military service, prior to entering 
the Extension Service.
Age
The 4 -H  agents were divided into two categories, according to age: (1) 25  
to 3 4  and (2) 3 5  to 4 9 .  The majority (5 4  per cent) was from 3 5  to 4 9  years of 
age (Table I) .  It was found that 5 2  per cent of the agents in the higher performance 
group were from 3 5  to 4 9  years of age. Among the lower performers, 5 5  per cent 
were from 3 5  to 4 9  years of age. The chi-square value of . 1 4 4  indicated that age 
was not significantly associated with the job performance of the 4 -H  agents at the 
.2 0  le v e l.
T itle
A ll 4 -H  agents included in the study were either associate or assistant 
county agents. The greater portion (8 3  per cent) was associate county agents 
(Table I) . It can be noted in Table I that 9 3  per cent of the agents in the higher 
performance group were associate county agents. Seventy-four per cent of those 
in the lower performance group were associate county agents. A chi-square value 
was not calculated because there was a theoretical frequency of less than five in 
some ce lls , thus reducing the re liab ility  of the chi-square test. However, obser­
vation of the data indicates there may be a significant difference.
Tenure
Two categories for length of service were set up: (1) 2 to 8 years, and 
(2) 9 to 2 0  years. A slightly larger number— 5 2  per cent—was in the 2 to
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TABLE I
A COMPARISON OF 4 -H  AGENTS1 BY SELECTED PERSONAL
CHARACTERISTICS, ACCORDING TO THEIR JOB
PERFORMANCE LEVEL, LOUISIANA, 1 9 6 4
Selected Personal 
Characteristics
Per Cent by Performance Group 
High Low Total 
N = 2 7  N = 2 7  N = 54 X 2 P
Age
2 5  to 3 4  years 4 8 4 5 4 6 2
3 5  to 4 9  years 5 2 5 5 5 4 .1 4 4 N .S .
T itle
Associate County Agent 9 3 74 8 3
Assistant County Agent 7 2 6 17 *
Tenure
2 to 8  years 4 8 5 6 52
9 to 2 0  years 5 2 4 4 4 8 .2 9 7 N .S .
Previous Employment
Was Previously Employed 6 3 74 6 9
Was Not Previously
Employed 3 7 2 6 3 1 .8 1 9 N .S .
1 The term 4 -H  agent refers to an assistant or an associate county agent doing 
4 -H  Club work. As mentioned in Chapter I,  this term will be used throughout 
the study for ease of expression.
^The letters N. S . indicate that the relationship is not significant and will be 
used for the same purpose hereafter.
^Theoretical frequency less than 5 in some cells reducing reliability of chi- 
square test.
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8-year category (Table I). Slightly more than half (5 2  per cent) of the higher 
performance group was agents who had completed from 9 to 2 0  years of service.
In contrast, 5 6  per cent of the lower performance group were agents with lesser 
service, having completed from 2 to 8  years. The chi-square value of .2 9 7  
indicated there was no significant association between tenure and job performance 
at the .2 0  le v e l.
Previous Employment
A comparison was made between the 4 -H  agents who had been employed by 
another organization prior to employment by the Extension Service, and those who 
had not been previously employed (Table I) .  Sixty-three per cent of the higher 
performance group had been previously employed, as compared with 7 4  per cent 
of the lower performance group. The chi-square value of .8 1 9  indicated that 
there was no significant relationship between previous employment status and 
job performance at the .2 0  level.
I I .  FARM BACKGROUND
Farm characteristics that were studied included place of residence prior to 
attending college and size of home farm. Each individual was asked to indicate 
if he lived on a full-tim e farm, part-time farm, or no farm. In addition, if he 
lived on a farm, he was asked to indicate the number of acres in the farm, 
including all land.
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Residence Prior to College
After gathering information concerning the farm status, the respondents were 
divided into two groups--full-tim e farm and non-full-tim e farm— for purposes of 
statistical analysis. As indicated in Table i l ,  5 9  per cent of the 4 -H  agents 
grew up on full-tim e farms. Examining the two performance groups, it was found 
that 5 6  per cent of the higher performance group lived on full-tim e farms prior to 
college; whereas, 6 3  per cent of the lower performance group lived on full-tim e  
farms prior to college. The .3 0 7  chi-square value indicated there was no 
significant relationship between full-tim e farm background and level of job per­
formance at the .2 0  level.
TABLE II
A COMPARISON OF 4 -H  AGENTS BY SELEC TED  FARM  
C H A R A C TER ISTIC S , ACCORDING TO THEIR JOB 
PERFORMANCE L E V E L , LO UISIANA, 1 9 6 4
Selected Farm 
Characteristics
Per bent by performance broup 
High Low Total 
N = 2 7  N = 2 7  N = 54 X 2 P
Residence Prior to College
Full-tim e Farm 5 6 6 3 5 9
Non-full-tim e Farm 4 4 3 7 4 1 .3 0 7 N .S .
Size of Home Farm
0 to 1 0 5  Acres 5 2 4 4 4 8
1 0 6  to 2 ,3 5 0  Acres 4 8 5 6 5 2 .2 9 7 N .S .
Size of Home Farm
Two categories, based on size of home farms, were set up as follows:
(1) 0 to 1 0 5  acres and (2) 1 0 6  acres and over. As indicated in Table I I ,
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slightly more than half or 5 2  per cent of the agents grew up on a farm with a size 
of 1 0 6  acres or more. F ifty -tw o per cent of the agents in the high performance 
group lived on a farm of less than 1 0 6  acres in size prior to attending college.
By contrast, 4 4  per cent of the low performance group lived on the smaller size 
farms; the majority (5 6  per cent) lived on farms from 1 0 6  to 2 ,3 5 0  acres in 
size. The chi-square value of .2 9 7  indicated there was no significant relation­
ship between size of farm and job performance of 4 -H  agents at the .2 0  level.
I I I .  CHARACTERISTICS OF AG ENTS' PARENTS
Parents' characteristics, which were studied, included the educational level 
and the extent of participation in various organizations. The respondents were 
asked to indicate the highest school grade completed by both their father and 
their mother. They were also asked to indicate their father's and mother's 
participation in civic clubs, fraternal organizations, agricultural organizations, 
church organizations, and Extension-sponsored organizations. For each of these 
organizations they indicated if the parent was a member, was an officer other than 
president, or was president. A total participation score was calculated for each 
parent by allowing one point for being a member, two points for being an officer 
other than president, and three points for being president. In each case, the 
highest point for each organization was the one used for calculating the total 
score for the individual.
School Grade Completed by Parents
The parents were divided into two groups according to the number of school
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grades completed. As indicated in Table I I I ,  those who completed up to 7 grades 
were placed in one group and those with 8 or more grades of schooling were placed 
in the other group. Seventy-six per cent of the mothers and 6 5  per cent of the 
fathers had completed 8  or more school grades when the total group of respondents 
was considered.
Among the high performance group, 7 8  per cent of the mothers had completed 
8  or more grades. An almost equal num ber--75 per cent--among the lower per­
formance group also had completed 8  or more grades. In the case of the mothers, 
the chi-square value of .1 9 0  indicated there was no significant relationship 
between school grades completed by the mother and job performance of the 4 -H  
agent at the .2 0  le v e l.
Sixty-seven per cent of the fathers of 4 -H  agents in the higher performance 
group had completed 8  or more school grades. Again, an almost equal number 
(6 3  per cent) among the lower performance group had completed 8  or more grades. 
In the case of the fathers, the chi-square value of .1 5 6  indicated that the number 
of grades completed by the father was not significantly related to job performance 
of the 4 -H  agent at the .2 0  le v e l.
Parents' Organization Participation
After calculation of the total organization participation score for each 
parent, as indicated In the beginning of this section, the scores were divided 
into the following categories: (1 ) 0  to 3  and (2) 4  to 1 3 . There was a possible 
total score of 15  points.
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TABLE :.S
A COMPARISON OF 4 -H  AGENTS BY SELEC TED  CHARACTERISTICS  
OF PA R EN TS, ACCORDING TO THEIR JOB PERFORMANCE  
L E V E L , LO UISIANA, 1 9 6 4
Per EeirtTTTerForm am ^^
Characteristics High Low Total
of Parents N = 2 7  N = 2 7  N = 5 4  X 2 P
School Grade 
Completed by Mother 
0 to 7 grades 






7 6 .1 9 0 N .S .
School Grade 
Completed by Father 
0  to 7 grades 






65 .1 5 6 N .S .
Mother's Organization 
Participation Score 1 
0  to 3  points 






3 5 .7 7 8 N .S .
Father's Organization 
Participation S core l 
0 to 3 points 






3 5 .1 5 6 N .S .
^-Participation scores determined by assigning points for organizational participation 
as follows: one point for being a member, two points for being an officer other than 
president, and three points for beingpresident.
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Table III shows that 6 5  per cent of the mothers and an equal number of the 
fathers had a total participation score of 3 or less.
Seventy per cent of the mothers of 4 -H  agents who were in the high per­
formance group had a total participation score of 3 or less. F ifty-nine per cent 
of the mothers of 4 -H  agents in the low performance group had a score of 3 or less. 
The chi-square value of .7 7 8  indicated that the mother's organization participation 
had no significant relationship to the 4 -H  agent's job performance at the .2 0  level.
In the case of the fathers, the distribution of participation scores within the 
two performance groups was fairly equal. In the higher performance group, exactly 
two-thirds of the fathers had a participation score of 3 or less. Sixty-two per 
cent of the fathers in the lower performance group also had a score of 3 or less.
The .1 5 6  chi-square value indicated there was no significant relationship 
between the father's organization participation and the 4 -H  agent's job per­
formance at the .2 0  level.
IV . HIGH SCHOOL EXPERIENCES
The characteristics of the 4 -H  agent's high school experiences, which were 
studied, included the size of the high school student body, the type of high school 
curriculum pursued, the average high school grades attained, and participation in 
high school organizations and athletics. The respondents were asked to indicate 
the approximate number of students in their high school student body, including 
grades eight through twelve. They also were asked to indicate which of the 
following areas formed the core of their high school curriculum: (1) business,
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(2 ) vocational agriculture, or (3) general college preparatory. Average high school 
grades were determined by asking the respondent to indicate if he made primarily 
A 's , B 's, C 's , D 's, or F 's  as a high school student.
A measure of the individual's participation in high school athletics was 
secured by asking each to indicate if he was a member of the team, a member of 
the first squad, or a captain or co-captain of his high school's basketball, foot­
ball, baseball, softball, or track team. A total score was calculated for each 
individual by allowing one point for being a member of the team, two points for 
being a member of the first squad, and three points for being captain or co-captain.
In each case, the highest point for each sport was the one used for calculating the 
total athletic participation score for the individual.
Participation in high school organizations was obtained by asking each 
individual to indicate if he was a member, an officer other than president, or 
president of a number of high school organizations. A total organizational participa­
tion score for each individual was calculated by using the same procedure mentioned 
in the case of athletic participation.
Size of Student Body
Student body size was set up in two categories. As indicated in Table IV , 
more than half— 5 9  per cent— of the 4 -H  agents attended a high school with a 
student body of more than 2 0 0 .  The distribution within both the high performing 
group and the low performing group was identical. In both the high performance . 
and low performance groups, 4 1  per cent attended a high school with 2 0 0  or 
less students, and 5 9  per cent attended a high school with more than 2 0 0
5 2
TAB LE IV
A COMPARISON OF 4 -H  AGENTS BY SELEC TED  HIGH SCHOOL 
C H A R A C TER ISTIC S , ACCORDING TO THEIR JOB  
PERFORMANCE L E V E L , LO U IS IA N A , 1 9 6 4
Selected Per Cent by Performance Group
High School High Low Total _
Characteristics___________________ N = 2 7  N = 2 7  N = 5 4  X z P
Size of Student Body
0 to 2 0 0  students 4 1  4 1  4 1
2 0 1  to 2 ,0 0 0  students 5 9  5 9  5 9  .0 0 0  N .S .
High School Curriculum
Vocational Agriculture 5 6  5 6  5 6
General College Preparatory 4 4  4 4  4 4  .0 0 0  N .S ,
Average High School Grades
Primarily A 's and B's 5 9  5 9  5 9
Primarily C's 4 1  4 1  4 1  .0 0 0  N .S .
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students. This identical distribution yielded a chi-square value of .0 0 0  which 
indicated no significant relationship between size of high school student body and 
job performance at the .2 0  le v e l.
High School Curriculum
All individuals in the study indicated they had pursued a vocational 
agricultural curriculum or a college preparatory curriculum in high school. More 
than half of the respondents had pursued a vocational agriculture curriculum (Table 
IV ). In the case of high school curriculums the distribution within both the high 
performing and the low performing group was identical. In both groups, 5 6  per 
cent had completed a vocational agricultural curriculum; whereas, 4 4  per cent 
had completed a general college preparatory curriculum. The chi-square value of 
. 0 0 0 ,  indicated there was no significant association between high school curriculum 
pursued and job performance at the .2 0  level.
Average High School Grades
All respondents indicated that they had made primarily A 's , B 's, or C's in 
high school. For this reason average grades were divided into two groups, namely, 
those making "primarily A 's  and B 's ," and those making "primarily C 's ." As shown 
in Table IV , 5 9  per cent of the total respondents Indicated they made "primarily 
A's and B's" In high school. The distribution within both the high performing and 
the low performing groups was identical. In both groups, 5 9  per cent had made 
"primarily A 's  and B 's ,"  and 4 1  per cent indicated they had made "primarily C 's ." 
The chi-square value of .0 0 0  indicated that the association between average high 
school grades and job performance was not significant at the .2 0  level.
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Organizational Participation
After calculation of the total organization participation score for each 
respondent, the scores were divided into two groups as follows: (1 ) 0 to 4  
points and (2) 5 to 2 2  points. F ifty -tw o per cent of the 4 -H  agents had a 
score from 0  to 4  (Table V ). In the high performance group, 5 9  per cent had a 
participation score of 4  or less. By comparison 4 4  per cent of the low per­
formance group had a score of 4  or less. The chi-square value of 1 .1 8 7  
indicated there was no significant relationship between high school organization 
participation and job performance at the .2 0  level.
Athletic Participation Score
The total athletic participation scores were divided into two groups as 
follows: (1 ) 0  to 3  points and (2) 4 to 11  points. More than half— 5 4  per 
cent— of the individuals in the study had an athletic participation score of 3  or 
less (Table V ). Sixty-three per cent of the high performance group had an 
athletic participation score from 0 to 3 .  By contrast, 5 6  per cent of the low 
performance group had an athletic participation score from 4  to 11  points. The 
chi-square value of 1 .8 6 7  indicated that the relationship between high school 
athletic participation and job performance was significant at the .2 0  level. The 
relationship was negative.
V . EXPERIENCES AS A 4 -H  MEMBER
Characteristics studied in this area included member or non-member, major 
project areas, officer years served, 4 -H  activity participation, and 4 -H  awards
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TABLE V
A COMPARISON OF 4 -H  AGENTS BY HIGH SCHOOL PA R TIC IPA TIO N , 
ACCORDING TO THEIR JOB PERFORMANCE L E V E L , 
LO UISIANA, 1 9 6 4
High School 
Participation
Per Cent by Performance Group 
High Low Total 
N = 2 7  N = 2 7  N =54 X 2 P
Organizational Participation 
5c ore 1
6 to 4  points 5 9 4 4 52
5 to 2 2  points 4 1 5 6 4 8 1 .1 8 7  N .S
Athletic Participation 
Score^
0 to 3  points 63 4 4 5 4
4  to 11  points 3 7 5 6 4 6 1 .8 6 7  .2 0
^•Participation scores determined by assigning points for organizational participa­
tion as follows: one point for being a member, two points for being an officer 
other than president, and three points for being president.
^Participation scores determined by assigning points for participation in basket­
ball, football, softball, and track as follows: one point for being a member of 
the team, two points for being a member of the first squad#and three points for 
being captain or co-captain of the team .
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received. The respondents were asked to Indicate the number of years that they 
were enrolled in 4 -H  and the major project areas of their 4 -H  work. They were 
asked to indicate the various 4 -H  offices which they had held, along with the 
number of years served in the position. The total number of years indicated for 
all offices held was used as the individual's score for off cer years served.
The individuals were asked to indicate the extent of their participation In 
4 -H  activities and events, such as achievement days, livestock shows, 4 -H  
camps, 4 -H  shortcourse, e tc . , alorg with the number of different times attended 
for each. The number of times attended for each was totaled, and this was the 4 -H  
activity participation score used for the individual.
The awards-received score was arrived at in essentially the same manner.
The respondents were presented a lis t of all 4 -H  activities and events in which 
awards were offered and asked to indicate those in which they had received awards 
and how many times won. The number of times that various awards had been won 
were totaled, and this figure was used as the 4 -H  awards-received score for the 
individual.
4 -H  Status
The 4 -H  agents were divided into those who had been 4 -H  members and those 
who never had been enrolled. As indicated in Table V I,  only 4 1  per cent of the 
agents had been 4 -H  members. In the higher performing group, as well as in the 
lower performing group, 4 1  per cent had been 4 -H  members as compared to 5 9  per 
cent who were non-members. The identical distribution in both groups yielded a 
chi-square value of .0 0 0  which indicated there was no significant relationship
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TABLE Vi
A COMPARISON OF 4 -H  AGENTS BY EXPERIENCES AS A
4 -H  MEMBER, ACCORDING TO THEiR JOB PERFORMANCE
LEVEL, LOUSiANA, 1 9 6 4
4 -H  Experiences
Per Cent by Performance Group 
H'gh Low Total 
N = 2 7  N = 27  N = 54 X 2 P
4 -H  Status
Member 4 1 4 1 4 1
Non-member 5 9 5 9 5 9 .0 0 0 N .S .
Major Project Areas
Non-member 5 9 5 9 5 9
Productive projects 3 4 3 4 3 4
Non-productive projects 7 7 7 .0 0 0 N .S .
Officer Years Served*
0 to 1 year 6 7 5 2 5 9
2 to 15  years 3 3 4 8 4 1 1 .2 2 7 N .S .
4 -H  Activity  
Participation Score^
0 to 10  points 6 7 6 7 6 7
1 1  to 4 7  points 3 3 3 3 3 3 .0 0 0 N .S
4 -H  Awards-Received
Scored ■
6 to 4  points 6 7 6 7 6 7
5 to 2 6 2  points 3 3 3 3 3 3 .0 0 0 N .S
^Officer year scores were determined by adding the number of years served as a 
4 -H  officer.
A ctivity scores were determined by adding the number of different times that 
members had participated in 4 -H  activ ities.
3
Awards-received score was determined by adding the number of times that 
members had won awards.
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between 4 -H  status (member-non-member) and job performance at the .2 0  
leve l.
Major 4 -H  Project Areas
The major 4 -H  project areas were divided into productive projects and 
non-productive projects. Animal projects crop projects, and home-centered 
projects were classed as productive. The non-product've group included nature 
study and personal development projects. Ot the total number of 4 -H  agents 3 4  
per cent had been enrolled in productive projects, 7 per cent in non-productive 
projects, and 5 9  per cent never had been members. The same percentages 
occurred among both the high performance and low performance groups (Table V i). 
This distribution resulted in a chi-square value of .0 0 0  which indicated there 
was no significant relationship between types of 4 -H  projects in which 4 -H  agents 
were enrolled and job performance at the . 20  leve l.
4 -H  Officer Years Served
The 4 -H  agents were d v :ded ?r,to two groups on the basis of officer years 
served in 4 -H . Fifty-n ine per cent of the total group had no service as a 4 -H  
officer or had served for only one year (Table V i), it was found that 6 7  per cent 
of the high performance group had served as a 4 -H  officer for 1 year or had no 
service as an officer. Among the low performance group, 5 2  per cent had served 
for 1 year or had not served as an officer The chi-square value of 1 .2 2 7  indi­
cated that number of years served as a 4 -H  officer was not significantly related 
to job performance at the .2 0  leve l.
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4 -H  Activity Participation Score
After calculation of the total 4 -H  activity participation score, the respondents 
were divided into two groups as follows: (1) those w'th a score from 0 to 10  and,
(2) those with a score from 11 to 4 7 .  In all three areas--the total group, the 
high performance group, and the low performance group--67 per cent of the agents 
had a score from 0 to 1 0 , with 3 3  per cent scoring from 11 to 4 7  ^Table VO . The 
equal distribution in both the high and low performance groups yielded a chi-square 
value of .0 0 0  which indicated there was no significant relationship between degree 
of participation in 4 -H  activities and job performance at the .2 0  level
4 -H  Awards Received
After calculating the 4 -H  awards score, two categories were set up: (1) 0 to 
4  and (2) 5 to 2 6 2 .  As indicated in Table V I,  two-thirds of the agents had an 
awards-received score of 0 to 4 .  In both the high performance and the low per­
formance group, 6 7  per cent of the individuals had an award-received score of 
4  or less. The equal distribution in both groups yielded a chi-square value of 
. 0 0 0 .  This value indicated there was no significant association between number 
or 4 -H  awards received and job performance at the .2 0  leve l.
V I.  EXPERIENCES AS AN FFA  MEMBER
Characteristics studied in this area included member or non-member, major 
farm enterprises undertaken, FFA  officer years served, FFA  activity participa­
tio n , and F F A  awards received. The 4 -H  agents were asked to : ^dicate the 
number of years they were enrolled as an FFA  member and the major agr cultural
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enterprises in their supervised farming program. They were asked to ndicate 
the various FFA  offices they had held along w'th the number of years served.
The total number of years, indicated for all offices held, was used as the indi­
vidual's score for officer years served.
The 4 -H  agents were further asked to indicate the extent of the'r part c ita ­
tion in FFA  activities and events, such as livestock shows, state and national 
conventions, area judging contests, e tc ., and the number of different times attended 
for each. The number of times attended for each were totaled, ar,d this was the 
activity participation score used for the individual.
The awards-received score was derived in essentially the same manner as 
indicated above. The respondents were presented a hst of all FFA activ l.es and 
events in which awards were offered and asked to indicate those in which they had 
received awards and how many times. The number of times that various awards 
were won were totaled and this figure was used as the awards-received score for 
the individual.
FFA  Status
The respondents were divided into groups of those who had been FFA  members 
and those who had not. As shown in Table V li ,  more than half of the 4 -H  agents 
in the study had been FFA  members. In the high performance group, 5 9  per cent 
had been FFA  members, and likewise in the low performance group, 5 9  per cent 
also had been FFA  members. This equal distr'bution yielded a ch -square value 
of .0 0 0  which indicated there was no significant relationship between FFA  status 
(member-non-member) and job performance at the ,2 0  level.
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TABLE V!‘
A COMPARISON OF 4 -H  AGENTS BY EXPERIENCES AS AN
FFA MEMBER, ACCORDING TO THEIR JOB PERFORMANCE
LEVEL, LOUISIANA, 1 9 6 4
Per Cent by Performance Group 
High Low Total 
FFA  Experiences N=2 7 N=2 7 N ~54______ X
FFA  Status
Member 5 9  5 9  5 9
Non-member 4 1  4 1  4 1  .0 0 0  N.S
Non-member 4 1 4 1 4 1
Animals 3 3 2 9 3 1
Crops 2 6 30 2 8 .1 2 5 N .S .
Officer Years Served ̂
0 to 1 year 6 7 4 8 5 7
2 to 6 years 3 3 5 2 4 3 1 .8 9 6 .2 0
FFA  Activity
Participation Score2
0 to 1 point 4 8 4 5 4 6
2 to 4  points 22 11 17
5 to 1 8  points 3 0 4 4 3 7 1 .8 7 7 .2 0
FFA  Awards-
deceived Score’
0 to 1 point 70 6 7 6 9
2 to 15  points 3 0 3 3 3 1 .1 6 4 N .S .
•^Officer year scores were determined by totaling the number of years served as an
FFA  officer.
^Activity scores were determined by totaling the number of different times that 
members had participated in FFA  activities.
3
Awards scores were determined by totaling the number of different times members 
had won awards.
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Major Enterprises in Supervised Farming Program
The major agricultural enterprises in which the 4 -H  agents were engaged 
when they were enrolled in the high school vocational agricultural program were 
divided into animal enterprises and crop enterprises. The animal enterprises 
included large animals, small animals, and poultry. Crop enterprises included 
field crops, pastures, horticultural crops, forestry, and orchards. Of the total 
number, 3 1  per cent had engaged in animal enterprises and 2 8  per cent in crop 
enterprises (Table V II) .  The remaining 4 1  per cent were not enrolled in vocational 
agriculture in high school. Thirty-three per cent of the high performance group were 
engaged in animal enterprises as compared with 2 9  per cent of those in the low per­
formance group. The chi-square value of . 1 2 5  indicated there was no significant 
relationship between major enterprises in the supervised farming program and job 
performance at the .2 0  level.
Officer Years Served in FFA
Two groups were set up, based on the number of officer years served in F F A . 
Fifty-seven per cent of the 4 -H  agents either had no service as an FFA  officer or 
had served only 1 year. Forty-three per cent had served from 2 to 6 years as an 
FFA  officer (Table V II) .  In the high performance group, 3 3  per cent had served 
from 2 to 6 years as an FFA  officer. Among the low performers, 5 2  per cent had 
served from 2 to 6 years as an FF A  officer. The chi-square value of 1 .8 9 6  
indicated there was a significant relationship between officer years served in 
FFA  and job performance at the .2 0  level. The relationship was negative.
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FFA  Activity Participation Score
After calculation of the total FFA  activity participation score, the 
respondents were divided into three groups according to the following break­
down: (1) 0 to 1 point, (2) 2 to 4  points, and (3) 5 to 1 8  points. Forty-six  
per cent of the 4 -H  agents were in the low score group of 0 to 1 point, 17  per 
cent had accrued from 2 to 4  points, and more than one-third had scored from 5 
to 18  points.
Among those in the high performance group, almost half scored either 0 to
1 point. Twenty-two per cent scored from 2 to 4  points and 3 0  per cent scored 
5 points or more. In the low performance group, 4 5  per cent scored 0 to 1 point, 
and 4 4  per cent scored 5 or more points; whereas, only 11  per cent scored from
2 to 4  points.
A chi-square value of 1 .8 7 7  indicated there was a significant relationship 
between participation in FFA activities while in high school and job performance 
at the .2 0  lev e l. The relationship was negative.
FFA  Awards Received
The awards-received scores were divided into one group of 0 to 1 point and 
another group of 2 to 15 points. Sixty-nine per cent of the 4 -H  agents had a 
score of 1 or 0 .  Seventy per cent of those in the high performance group and an 
almost equal number in the low performance group (67  per cent) had a score of 
either 1 or 0 .  This almost equal distribution yielded a chi-square value of .1 6 4  
which indicated there was no significant association between FFA awards received 
and job performance at the .2 0  le ve l.
V II .  COLLEGE DEGREE STATUS
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In this area, the following characteristics were studied: (1) area in which 
bachelor of science degree was earned, (2) college or university from which 
bachelor of science degree was earned, (3) graduate degree status, and (4) area 
in which graduate degree was earned. The respondents were asked to indicate 
the curriculum area in which their bachelor of science degree was earned. Along 
with this information, they also indicated whether they had earned their degree 
from Louisiana State University, from other state universities or colleges, or 
from out-of-state land grant institutions. If they had earned a master of science 
degree, they were asked to indicate the major field of study in which this degree 
was earned.
Curriculum Area in Which Bachelor of Science Degree was Earned
The curriculum areas were grouped into one category, including those who 
had earned their bachelor of science degree in vocational agricultural education 
or general agriculture, and a second category, composed of those who had earned 
their degree in some field of technical agriculture. It was found that 6 1  per cent 
of the 4 -H  agents had earned their bachelor of science degree in either vocational 
agricultural education or general agriculture (Table V II I) .  Among the high per­
formers, 5 9  per cent had earned their degree in either vocational agricultural 
education or general agriculture. Almost two-thirds of the low performers had 
earned their degree in either vocational agricultural education or general agricul­
ture. The chi-square value of . 1 5 0  indicated there was no significant relationship
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TABLE VIII
A COMPARISON OF 4 -H  AGENTS BY COLLEGE DEGREE STATUS,
ACCORDING TO THEIR JOB PERFORMANCE LEVEL,
LOUISIANA, 1 9 6 4








N =54 X 2 P
Area in which B .S . 
Degree Earned







3 9 .1 5 0 N .S .
College from which 
B .S . Degree Earned
Louisiana State University 







19 .4 9 1 N .S .
Graduate Degree Status 







2 6 .1 7 5 N .S .
Area in which Graduate 
begree Earned









^Theoretical frequency less than 5 in some cells reducing reliability of chi -square 
test.
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between the area in which the 4 -H  agent had earned his bachelor of science degree 
and his job performance at the .2 0  level.
College from Which Bachelor of Science Degree Was Earned
The respondents were divided into two categories as follows: (1) graduates 
of Louisiana State University and (2 ) graduates of other universities or colleges. 
Eighty-one per cent of the 4 -H  agents in the study had earned their bachelor of 
science degree at Louisiana State University (Table V II I) .  Eighty-five per cent 
of those in the high performance group had earned a bachelor of science degree 
from Louisiana State University and 7 8  per cent of the low performance group 
had done likewise. The chi-square value of .4 9 1  indicated there was no signi­
ficant relationship between the university or college from which the 4 -H  agent had 
received.his degree and his job performance at the .2 0  level.
Graduate Degree Status
The 4 -H  agents were divided into two groups according to whether or not 
they had earned a graduate degree. As indicated in Table V I I I , almost three- 
fourths of the 4 -H  agents had earned a master of science degree. Seventy-four 
per cent of those in the high performance group and 70  per cent of those in the 
low performance group had earned a master of science degree. This almost equal 
distribution gave a chi-square value of .1 7 5 .  This value indicated that having 
earned a master of science degree had no significant association with the 4 -H  
agent's job performance at the .2 0  leve l.
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Area in which Graduate Degree Earned
Those individuals who had earned a graduate degree were set up in two 
classes; namely, (1 ) those who had earned their graduate degree in agricultural 
extension education and (2) those who had earned their graduate degree in one 
of the technical agricultural fields. As shown in Table V I I I ,  two-thirds of the 
agents had earned their graduate degree in agricultural extension education, 7 per 
cent had earned their graduate degree in a technical agricultural fie ld , and 2 6  per 
cent had not earned a graduate degree. Sixty-seven per cent of the high performers 
and 6 3  per cent of the low performers had earned their graduate degrees in agri­
cultural extension education. A chi-square value was not calculated because 
there was a theoretical frequency of less than five in some ce lls , thus reducing 
the reliability of the chi-square test. However, the data indicated there was no 
important difference between the groups.
V II I .  M ISCELLANEOUS CHARACTERISTICS OF 4 -H  AGENTS
The characteristics which were studied in this section were: (1) the 4 -H  
agent's participation in college organizations when he was a student and (2) the 
method of financing college education. Information was also sought concerning 
the individual's participation in varsity athletics. Since it was determined that 
none of the 4 -H  agents in the study had participated in college varsity athletics , 
this information is not presented in the tables.
The 4 -H  agents were asked to indicate their participation in social 
fraternities, professional fraternities, honorary fraternities, student councils, 
agricultural clubs, church organizations, and service clubs. For each of these
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organizations, the agents indicated it they had been a member, an officer other than 
president, or president. A total score was calculated for each individual by allowing 
one point for being a member, two points for being an officer other than president, 
and three points for being president, i" each case, the highest point was used for 
calculating the total college participation score for the individual.
The 4 -H  agents were also asked to indicate ail of the sources of finances for 
their undergraduate education and the estimated percentage from each source. 
Possible sources included the family, tne veterans administration, lending agencies, 
scholarships, and the agent's own earnings or earnings of his w ife.
Participation in College Organizations
After totaling the points for each individual the 4 -H  agents were grouped 
into categories according to the following break-down: Cl) 0 to 2 points, (2) 3 
to 4  points, and (3) 5 to 10  points. Approximately one-third of the respondents 
were in each category (Table IX ). In the high performance group 3 7  per cent had a 
score from 0 to 2 ,  3 7  per cent had a score of 3  to 4 ,  and 2 6  per cent scored from 
5 to 10 points. Among the low performers, 4 1  per cent had a score of 0 to 2 ,
2 6  per cent scored from 3 to 4  points, and 3 3  per cent scored more than 5 
points. The chi-square value of .8 9 6  indicated there was no significant 
relationship between the 4 -H  agents' participation in organizations while in 
college and their job performance at the .2 0  le v e l,
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TABLE X
A COMPARISON OF 4 - h AGENTS BY PART CiPALON N COLLEGE
ORGANIZATIONS, ACCORD NG TO THEiR JOB PERFORMANCE
LEVEL,  LOUISIANA, 1 9 6 4
Per Cent by Performance Group 
Participation High Low Total
Score1 N= 2 7  N = 2 7  N = 54  X 2 P
3 7  4 1  3 9
3 7  2 6  3 1
2 6  3 3  3 0  .8 9 6  N .S .
P artic ip a tio n  score determined by assigning points to organizational participa­
tion as follows: one point for membership, two points for serving as an officer 
other than president, and three points for serving as president.
Financing College Education
The 4 -H  agents were divded into one group that had earned up to 5 0  per 
cent of their college educational expenses and another group that had earned more 
than 5 0  per cent of their expenses, As *rdicated in Table X , 6 5  per cent of the 
total had earned up to half of their educational expenses, with 3 5  per cent having 
earned more than half. Thirty per cent of the high performance group had earned 
more than half of their college educational expenses. Among the low performers, 
4 1  per cent had earned more than half of their college educational expenses.
The chi-square value of .7 7 8  indicated there was no significant relationship 
between the amount of the 4 -H  agents' undergraduate educational expenses 
that were earned and job performance at the .2 0  le v e l.
0  to 2 points 
3  to 4  points 
5 to 10  points
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TABLE X
A COMPARISON OF 4 -r i  AGENTS BY PROPORTION OF COLLEGE  
FINANCES EARNED, ACCORDING TO THEIR  JOB PERFORMANCE
L E V E L , LO UISIANA, 1 9 6 4
Per Cent by fceTTormance Group 
Proportion High Low Total
of Finances______________________ N =27  N = 2 7  N =54  X 2 P
0 to 5 0  per cent 7 0  5 9  65
5 1  to 1 0 0  per cent 3 0  4 1  3 5  .7 7 8  N .S .
CHAPTER V ,
COLLEGE SCHOLASTIC RECORD OF 4 -H  AGENTS
This chapter presents an analysis of the college scholastic record of the 4 -H  
agents at both the undergradnate and graduate leve l. It includes a summary of the 
credit hours and the grade-point averages earned in the following broad curriculum 
areas: (1) education, (2) physical science, (3) humanities, (4) social science, 
and (5) technical agriculture. Appendix G gives a listing of the courses that were 
included in each of these curriculum areas. Credit hours and grade-point averages 
in the different curriculum areas were related to job performance to determine if 
a significant relationship existed. Appendix I gives a listing of the grade-point 
average of each agent in each of the broad curriculum areas studied.
I .  UNDERGRADUATE SCHOLASTIC RECORD
Factors pertaining to the undergraduate records which were studied included 
the grade-point average and the per cent of credit hours in the following areas:
(1) total curriculum, (2) education, (3) physical science, (4) humanities,
(5) social science, (6) technical agriculture, and (7) undergraduate major.
The credit hours used in the study included the total amount of under­
graduate work done at junior colleges and universities prior to receiving the 
bachelor of science degree. Grade-point averages were calculated by dividing 
the total number of hours taken into the total number of quality points earned.
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Quality points were given as follows: A =  3 ,  B =  2 ,  C = 1 , D =  0 ,  and F = 0 .  
For example, a student who enrolled in a four hour course and made a grade of 
"B" would have earned four hours credit and eight quality points. Dividing 
eight by four gives two, which is the grade-point average in this particular 
example.
Credit Hours in Total Curriculum
The 4 -H  agents were divided into two groups, based on the total number of 
undergraduate credit hours taken. One group had earned from 1 3 3  to 1 5 3  credit 
hours and the other group had earned from 1 5 4  to 2 0 3  credit hours. Forty-eight 
per cent of the total had earned up to 1 5 3  credit hours (Table X I) . Among both 
the high performers and the low performers, 4 8  per cent had earned up to 1 5 3  
credit hours and 5 2  per cent had earned from 1 5 4  to 2 0 3 .  This equal distribu­
tion yielded a chi-square value of .0 0 0  which indicated no significant relationship 
existed between total number of undergraduate credit hours earned and job per­
formance at the .2 0  leve l.
Credit Hours in Education
Two groups were set up, based on the percentage of the total credit hours 
earned in education courses. Exactly half of the 4 -H  agents had not taken any 
education courses or had taken education courses to the extent of only 8 per cent 
of their total hours of course work (Table X I) . The other half had taken education 
course work to the extent of 9  to 2 0  per cent of their total hours. In the high 
performance group, 5 6  per cent had taken from 9 to 2 0  per cent of their course 
work in education, as compared to 4 4  per cent in the low performance group.
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TABLE Xt
A COMPARISON OF 4 -H  AGENTS BY UNDERGRADUATE HOURS
EARNED, ACCORDING TO THEIR JOB PERFORMANCE LEVEL
LOUISIANA, 1 9 64
Per Cent by Performance Group 
High Low Total 
Credit Hours_____________________ N =27  N = 27  N =54 X z P
In Total Curriculum
I3 T tT I3 T T r o u rs  4 8  4 8  4 8
1 5 4  to 2 0 3  hours 52  5 2  52  .0 0 0  N .S .
In Education
0 to 8 per cent 4 4  5 6  50
9 to 2 0  per cent 5 6  44  5 0  .7 1 4  N .S .
In Physical Science
15 to 23  per cent 5 2  4 8  5 0
2 4  to 3 7  per cent 4 8  52  5 0  .1 4 3  N .S .
In Humanities
5 to 11  per cent 5 2  4 4  4 8
12 to 2 1  percent 4 8  5 6  5 2  .2 9 7  N .S .
In Social Science
4 to 10  per cent 5 6  4 4  5 0
11 to 2 0  per cent 4 4  5 6  5 0  .7 1 4  N .S .
In Technical Agriculture 
per cent 5 9  4 4  52i t  t  - T - r - t
3 4  to 4 8  per cent 4 1  5 6  4 8  1 .1 8 7  N .S ,
In Major Field of Study
6 to 1 6  per cent 4 4  5 6  50
17 to 4 7  per cent 5 6  4 4  5 0  .7 1 4  N .S ,
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The chi-square value of .7 1 4  indicated there was no significant relationship 
between percentage of course work in education and job performance at the .2 0  
level.
Credit Hours in Physical Science
The proportion of credit hours earned in physical science was divided into 
two groups as follows: (1) 15  to 2 3  per cent and (2) 2 4  to 3 7  per cent.
Exactly half of the total number in the study was in each of the categories 
listed. In the high performance group, 4 8  per cent had taken from 2 4  to 3 7  
per cent of their course work in physical science as compared to 5 2  per cent 
in the low performance group (Table X I) . The chi-square value of .1 4 3  indicated 
there was no significant relationship between percentage of course work in 
physical science and job performance at the .2 0  level.
Credit Hours in Humanities
The proportion of the total credit hours earned in humanities was divided 
into the following groups: (1) 5 to 11  per cent and (2) 12 to 2 1  per cent. 
Forty-eight per cent of the 4 -H  agents in the study were in the 5 to 11  per 
cent group (Table X I) . Among the high performers, 4 8  per cent had taken from 
12 to 2 1  per cent of their course work in humanities, and 5 6  per cent of the 
low performers had taken an equal amount. The chi-square value of .2  97  indicated 
there was no significant relationship between percentage of course work in 
humanities and job performance at the .2 0  level.
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Credit Hours in Social Science
The proportion of the total credit hours earned in social science was divided 
into the following categories: (1) 4  to 10  per cent and (2) 11  to 2 0  per cent.
As indicated in Table X I, exactly half of the 4 -H  agents were in each of the 
categories listed. In the high performance group, 4 4  per cent had taken social 
science courses to the extent of 11  to 2 0  per cent of their total hours, as 
compared to 5 6  per cent in the low performance group who had taken the same 
amount. The chi-square value of .7 1 4  indicated there was no significant 
relationship between percentage of course work in social science and job per­
formance at the .2 0  level.
Credit Hours in Technical Agriculture
The proportion of the total credit hours earned in technical agriculture 
was divided into two categories as follows: (1) 12  to 3 3  per cent and (2) 3 4  
to 4 8  per cent. Approximately half of the total number of 4 -H  agents were in 
each of the categories (Table X I) . Among the high performers, 4 1  per cent 
had taken from 3 4  to 4 8  per cerit of their course work in technical agriculture.
By contrast, 5 6  per cent of the low performers had taken from 3 4  to 4 8  per 
cent of their course work in technical agriculture. The chi-square value of 
1 .1 8 7  indicated there was no significant relationship between percentage of 
course work taken in technical agriculture and job performance at the .2 0  
lev e l.
Credit Hours in Undergraduate Major
The proportion of the total credit hours earned in the individual's major 
field of study was divided into the following categories: (1) 6 to 1 6  per 
cent and (2) 1 7  to 4 7  per cent. Exactly half of the 4 -H  agents were in each 
of these two categories (Table X I) . In the high performance group, 5 6  per 
cent of the individuals had devoted from 1 7  to 4 7  per cent of their course 
work to their undergraduate major. By contrast, 4 4  per cent of the low per­
formance group had devoted this amount of course work to their undergraduate 
major. The chi-square value of .7 1 4  indicated that there was no significant 
relationship between the percentage of course work in the undergraduate major 
and job performance at the .2 0  le v e l.
Grade-Point Average in Total Undergraduate Curriculum
For purposes of analysis, the grade-point averages in the undergraduate 
curriculum for all 4 -H  agents were divided into two groups, namely: (1) .9 4  
to 1 .5 0  and (2) 1 .5 1  to 2 .2 9 .  As indicated in Table X I I ,  5 4  per cent of 
the respondents had an over-all grade-point average from .9 4  to 1 .5 0 .  In 
the high performance group, 5 2  per cent had a grade-point average of 1 .5 1  
or more as compared to 4 1  per cent in the low performance group. The ch i- 
square value of . 7 1 8  indicated that total undergraduate grade-point average 
and job performance were not significantly related at the .2 0  level.
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Grade-Point Average in Education
The grade-point averages in education courses were placed irto  three 
categories as follows: Cl) . 1 6 t o l . 7 5 # (2) 1 .7 6  to 3 . 0 0 ,  and (3) those 
who had taken no education courses. Exactly half of the total number had a 
grade-point average from 1 .7 6  to 3 . 0 0 ,  2 6  per cent had an average from 
. 16  to 1 .7 5 ,  and 2 4  per cent had not taken courses in education (Table X i i ) . 
Among the high performers, 4 4  per cent had a grade-point average from 1 .7 6  
to 3 . 0 0 ,  as compared to 5 5  per cent of the low performers who had a grade- 
point average within the same category. The chi-square value of 1 .0 7 1  
indicated there was no significant relationship between grade-point average 
in education courses and job performance at the .2 0  level.
Grade-Point Average in Physical Science
Grade-point averages in physical science were divided into two 
c a teg o rie s --(l) .2 5  to 1 .1 0  and (2) 1 .1 1  to 2 . 4 6 .  As indicated in 
Table X II ,  6 1  per cent of the 4 -H  agents in the study had a grade-point 
average from .2 5  to 1 .1 0  in physical sc'ence course work. In the high per­
formance group, 5 5  per cent had a grade-point average from .2 5  to 1 .1 0  as 
compared with 6 7  per cent of those in the low performance group. The ch i- 
square value of .7 4 9  indicated there was no sign;ficant relationship between 
grade-point average in physical science and job performance at the .2 0  
le v e l.
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TABLE Xil
A COMPARISON OF 4 -H  AGENTS BY UNDERGRADUATE GRADE-
POINT AVERAGES, ACCORDING TO THEIR JOB PERFORMANCE
LEVEL, LOUISIANA, 1 9 6 4
Grade-Point High Low Total
Averages1_______________________ N = 2 7  N = 2 7  N =5 4  X 2 P
In Total Curriculum
.9 4  to 1 .5 0  4 8  5 9  5 4
1 .5 1  to 2 . 2 9  5 2  4 1  4 6  .7 1 8  N .S .
In Education 
.1 6  to 1 .7 5  
1 .7 6  to 3 .0 0  
No education courses
In Physical Science
 .25  to 1 .10
1 .1 1  to 2 .4 6
In Humanities 
.1 6  to 1 .0 0  
1 .0 1  to 2 .2 5
In Social Science
 .33  to'1 .2 5
1 .2 6  to 3 .0 0
In Technical Agriculture 
1 .1 4  to 1 .9 5  
1 .9 6  to 3 .0 0
In Major F ield  of Study
■ ■i:T915=l . W ---------------------
2 .0 0  to 2 . 7 7
^Grade-point averages calculated by dividing quality points by credit hours. 
Individual grade-point averages in each area can be found in Appendix f .
2 6 2 6 2 6
4 4 5 5 50
3 0 19 2 4 1 .0 7 1
5 5 6 7 6 1
4 5 3 3 3 9 .7 4 9
5 9 6 3 61
4 1 3 7 3 9 .1 5 0
3 7 60 4 8
6 3 4 0 5 2 2 .6 7 0
4 8 5 5 5 2
52 4 5 4 8 .2 9 7
4 8 5 9 5 4
5 2 4 1 4 6 .7 1 6
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Grade-Point Average in Humanities
The grade-point averages in the humanities were divided into two 
categories as follows: (1) . 1 6  to 1 .0 0  and (2) 1 .0 1  to 2 . 2 5 .  Well over 
half— 6 1  per c e n t-- of the total respondents had a grade-point average of
1 .0 0  or less (Table X II) . Among the high performers, 5 9  per cent had a 
grade-point average of , 1 6  to 1 .0 0  as compared to 6 3  per cent of the low 
performers. The chi-square value of . 1 5 0  indicated there was no significant 
relationship between grade-point average in the humanities and job performance 
at the .2 0  le v e l.
Grade-Point Average in Social Science
The grade-point averages in social science were divided into the follow­
ing categories: (1) .3 8  to 1 .2 5  and (2) 1 .2 6  to 3 . 0 0 .  As indicated in 
Table X II ,  approximately half of the respondents were in each of the two 
categories. In the high performing group, 6 3  per cent of the 4 -H  agents had 
attained a grade-point average from 1 .2 6  to 3 . 0 0 .  By contrast, 4 0  per cent 
of the agents in the low performance group had attained a grade-point average 
from 1 .2 6  to 3 . 0 0 .  The chi-square value of 2 .6 7 0  indicated there was a 
significant relationship between grade-point average in social science and 
job performance at the . 10  leve l. The relationship was positive.
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Grade-Point Average in Technical Agriculture
The grade-point averages ir  technical agriculture were divided into the 
following categories: (1) 1 .1 4  to 1 .9 5  and (2) 1 .9 6  to 3 . 0 0 .  As indicated 
in Table X il , 5 2  per cent of the total number of 4 -H  agents were in the 1 .1 4  
to 1 ,9 5  category. Among the high performers, 5 2  per cent had a grade-point 
average from 1 .9 6  to 3 . 0 0 .  Forty-f've per cent ot the low performers had a 
grade-point average in the same category. The chi-square value of .2 9 7  
indicated there was no significant relat onship between grade-point average in 
technical agriculture and job performance at the .2 0  leve l.
Grade-Point Average in Undergraduate Major
The grade-point averages in the undergraduate curriculum area of concentra­
tion were divided into the followmg categories: Cl) 1 .1 9  to 1 .9 9  and (2) 2 .0 0  
to 2 .7 7 .  As indicated in Table X li ,  slightly more than h a lf- -5 4  per cent--of 
the total number of 4 -H  agents in the study were in the 1 .1 9  to 1 .9 9  category. 
Fifty-tw o per cent of the agents in the high performance group had a grade-poir.t 
average from 2 .0 0  to 2 . 7 7 .  By contrast, 4 1  per cent of the agents in the low 
performance group had a grade-poi"t average in the 2 .0 0  to 2 .7 7  category.
The chi-square value of ,7 1 8  indicated there was no significant relationship 
between grade-point average in undergraduate major and job performance at the 
.2 0  le v e l.
I I .  GRADUATE SCHOLASTIC RECORD
The only element within the graduate record which was considered was 
the over-all grade-point average. This limitation was established because
almost all of the agents who had earned the master of science degree had done 
so in the field of agricultural extension education, with only minor differences 
in their curricula. Grade-point averages were calculated only for those indi­
viduals who had earned the master of science degree. These averages were 
calculated by the same method as described in the section which considered 
the undergraduate scholastic record. All of the credit hours listed on the graduate 
transcript were used in calculating the grade-point averages. This included any 
credit hours earned beyond the master of science degree.
Graduate Grade-Point Average
The graduate grade-point averages were divided into three categories as 
follows: (1) 2 .0 9  to 2 . 4 5 ,  (2) 2 .4 6  to 3 . 0 0 ,  and (3) no graduate degree.
As noted in Table X II I ,  4 6  per cent of the 4 -H  agents had a grade-point 
average from 2 . 4 6  to 3 . 0 0 ,  2 8  per cent had an average from 2 .0 9  to 2 .4 5 ,  
and 2 6  per cent had not received a master of science degree. Among the high 
performers, 5 7  per cent had a grade-point average from 2 .4 6  to 3 . 0 0 .  By 
comparison, only 3 3  per cent of the low performers had a grade-point average 
in the 2 .4 6  to 3 .0 0  category. The chi-square value of 3 .8 3 4  indicated 
there was a significant relationship between graduate grade-point average and 
job performance at th e ..0 5  level. The relationship was positive.
8 2
TA B LE X III
A COMPARISON OF 4 -H  AGENTS BY GRADUATE G RADE-PO INT  
AVERAG E, ACCORDING TO THEIR  JOB PERFORM ANCE LE V E L
LO UIS IA NA , 1 9 6 4
Per Cent by Performance Group 
High Low t  otal
Grade-Point Average______________N*=27 N -2  7 N = 54 _________  P
2 . 0 9  to 2 .4 5 1 7 3 7 2 8
2 . 4 6  to 3 .0 0 5 7 3 3 4 6
No graduate degree 2 6 3 0 2 6 3 .8 3 4  ■ .0 5
CHAPTER Vi
4 -H  AGENTS' A TTITU D E S  CONCERNING THE ORGANIZATION AND 
SATISFACTIO N W ITH CERTAIN ASPECTS OF THEIR JOB
This chapter presents an analysis of the 4 -H  agents' attitude concerning 
the Extension organization and their degree of sat sfaction with various aspects 
of their job. These items were related to the 4 -H  agents' job performance to 
determine if there was a statistically significant relationship between the 
variables.
Attitudes
The respondents were presented a series of nine statements concerning the 
Extension organization and asked to react in terms of agreement or disagreement 
with each statement. The same nine statements were presented to a panel of 
Extension administrators consisting of the associate director, the assistant 
director, and the three district agents (Appendix D and E ). The response 
categories were: (1) strongly agree, (2) agree, (3) undecided, (4) disagree, and 
(5) strongly disagree.
The responses of the 4 -H  agents and the administrative panel were placed 
in an "agree" or "disagree" category. All responses of strongly agree and agree 
were placed in the "agree" category and all responses of strongly disagree and 
disagree were placed in the "disagree" category. The undecided responses 
were equally divided between the "agree" and "disagree" categories. Where an 
odd number of undecided responses occurred, the category determination for the
8 3
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odd response was made by flipping a coin. The undecided responses were 
equally divided! between the "agree" and "disagree" caregories to increase 
the number of responses in each cell so as to make statistical computation 
possible. A complete distribution by the five response categories, including 
the percentage of undecided responses, is shown in Appendix H.
The nine statements concerning the Extension organization were submitted 
to the administrative panel to establish "what the answers should be." Table X IV  
shows the consensus of the responses of the administrative panel to each of the 
nine statements, along with the consensus of the 4 -H  agents' responses to the 
statements. As noted, the consensus of opinion was identical for the panel and 
the 4 -H  agents in the case of each statement.
No attempt was made to summate a total attitudmal score for the entire 
series of responses. Each of the nine statements was treated individually, as 
an independent variable. Table XV shows the responses to these nine state­
ments. A summary of the responses to each statement is outlined as follows:
I .  In the Extension Service, every individual is shown personal con­
sideration. A vast majority (83  per cent) of the 4 -H  agents agreed with this 
statement. In both the high performance and the low performance'groups, 83  
per cent agreed with the statement,. A chi-square value of .0 0 0  indicated 
there was no relationship between the type of response to this statement and 
job performance at the .2 0  level.
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TABLE XIV
CONSENSUS OF RESPONSES OF EXTENSION ADM INISTRATORS AND 
4 -H  AGENTS TO SELEC TED  STA TEM EN TS CONCERNING THE 
EXTENSION ORGANIZATION
=!==s=s AdminTsnators ,̂* 1̂ T!gents^™ 
Statements_______ ________________________  Response 1 Response 1
In the Extension Service every individual 
is shown personal consideration.
Agents doing primarily 4 -H  work with compar­
able performance, length of service and educa­
tional training should be paid as much as 
county agents.
Agents have to spend too much time away from 
regular parish work attending training meetings 
and other out of parish events.
The present organization of the Extension 
Service provides the best conditions for 
getting Extension's work done.
There is a need for adjustments in program 
responsibilities to more equitably distribute 
the work load among staff members.
Agents are being unduly called on for special 
programs or tasks.
Advisory committees are sound in theory, but 
not in practice.
The time and effort devoted to programming is
well worth it . Agree Agree
The plan of work is practical and useful in
performing the Extension job. Agree Agree
The undecided responses were divided equally among agree and disagree with a 
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N=54 X2 ** P
In the Extension Service every individual is Agree 83 83 83
shown personal consideration. Disagree 17 ] 7 17 .000 N.S.
Agents doing primarily 4-H  work with comparable
performance, length of service, and educational Agree 96 Q1 93
training should be paid as much as county agents. Disagree 4 9 7 *
Agents have to spend too much time away from
regular parish work attending training meetings Agree 39 42 43
and other out of parish events. Disagree 61 58 57 .153 N.S.
The present organization of the Extension
Service provides the best conditions for getting Agree 77 75 76
Extension's work done. Disagree 23 25 24 .190 N.S.
There is a need for adjustments in program
responsibilities to more equitably distribute Agree 50 67 59
the work load among staff members. Disagree 50 33 41 1.244 N.S.
Agents are being unduly called on for special Agree 28 38 31








N=54 X * * * P
Advisory committees are sound in theory, but Agree 43 26 33
not in practice. Disagree 57 74 67 1.333 N.S.
The time and effort devoted to programming is Agree 83 83 83
well worth it. Disagree 17 17 ] 7 .000 N.S.
The plan of work is practical and useful in Agree 88 93 85
performing the Extension job. Disagree 12 7 15 *
**Chi-square calculated after dividing undecided responses equally between agree and disagree category. (See 
Appendix H for a frequency distribution of all response categories.)
^Theoretical frequency below five in some cells, reducing reliability of chi-square test.
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2 . Agents doing primarily 4 -H  work with comparable performance, length 
of service, and educational training should be paid as much as county agents.
The 4 -H  agents agreed with this statement almost unanimously (9 3  per cent 
agreed). In the high performance group, 9 6  per cent agreed to the statement, and 
in the low performance group, 9 1  per cent agreed. A chi-square value was not 
calculated due to a theoretical frequency of less than five in some ce lls , however, 
it is obvious that the difference between the two groups was not significant at the 
.2 0  le v e l.
3 .  Agents have to spend too much time away from regular parish work 
attending training meetings and other out-of-parish events. A slight majority 
(5 7  per cent) of the 4 -H  agents disagreed with this statement. Sixty-one per 
cent of the high performers and 5 8  per cent of the low performers, disagreed with 
the statement. A chi-square value of .1 5 3  indicated there was no significant 
relationship between the type of response to this statement and job performance 
at the .2 0  le v e l.
4 .  The present organization of the Extension Service provides the best 
conditions for getting Extension's work done. Three-fourths of the 4 -H  agents 
agreed with this statement. Among the high performers, 7 7  per cent agreed with 
the statement and 7 5  per cent of the low performers were in agreement. The ch i- 
square value of . 1 9 0  indicated that no significant relationship existed between 
the type of response to this statement and job performance at the .2 0  lev e l.
5 .  There is a need for adjustments in program responsibilities to more 
equitably distribute the work load among staff members. F ifty-n ine per cent of
8 9
the 4 -H  agents in the study agreed with this statement. Exactly half of the high 
performance group agreed with the statement as compared to 6 7  per cent of the 
low performance group. The chi-square value of 1 .2 4 4  indicated that no signi­
ficant relationship existed between the type of response to this statement and 
job performance at the .2 0  level.
6 .  Agents are being unduly called on for special programs or tasks.
Slightly more than two-thirds (6 9  per cent) of the 4 -H  agents in the study, 
disagreed with this statement. Among the high performance group 72  per cent 
disagreed, while 6 2  per cent of the low performers disagreed. The chi-square 
value of .8 1 9  Indicated there was no significant relationship between the type 
of response to this statement and job performance at the .2 0  lev e l.
7 . Advisory committees are sound in theory, but not In practice. Two- 
thirds of the 4 -H  agents in the study disagreed with this statement. In the high 
performance group, 5 7  per cent disagreed with the statement as compared to 7 4  
per cent of the low performance group. The chi-square value of 1 .3 3 3  indicated 
there was no significant relationship between the type of response to this state­
ment and job performance at the .2 0  le v e l.
The time and effort devoted to programming is well worth it . Eighty- 
three per cent of the 4 -H  agents in the study agreed with this statement. In the 
high performance, as well as the low performance group, 8 3  per cent of the 
individuals agreed with this statement. This identical distribution yielded a 
chi-square value of .0 0 0  which indicated there was no significant association 
between the type of response to this statement and job performance at the .2 0  
lev e l.
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9 . The plan of work is practical and useful in performing the Extension job. 
The vast majority (85  per cent) of the 4 -H  agents in the study agreed with this 
statement. Among the high performers, 8 8  per cent agreed with the statement. 
Ninety-three per cent of the low performers agreed with the statement. A ch i- 
square value was not calculated due to a theoretical frequency of less than five 
in some ce lls . However, it is obvious that the difference between the two groups 
is not significant at the .2 0  le v e l.
Job Satisfaction
The respondents were presented a series of nine questions concerning satis­
faction with certain aspects of their present job in the Extenion Service and were 
asked to answer in terms of satisfaction or dissatisfaction. The response cate­
gories were: (1) completely satisfied, (2) very satisfied, (3) fairly satisfied,
(4) undecided, and (5) not satisfied.
The responses were placed in a "satisfied" or "not satisfied" category. All 
responses of completely satisfied, very satisfied and fairly satisfied were placed 
in the "satisfied" category. All responses of undecided and not satisfied were 
placed in the "not satisfied" category. The undecided responses were placed in 
the "not satisfied" category because it was assumed that being undecided expressed 
some degree of dissatisfaction. Appendix H gives a frequency distribution of all 
response categories.
No attempt was made to summate a total score for the entire series of 
responses to the questions concerning satisfaction with certain aspects of the 
job. The response to each of the nine questions concerning job satisfaction was
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treated individually as an independent variable. Table XVI shows the responses 
to the nine questions. A summary of the responses to each question is outlined 
as follows:
How satisfied are you with Extension work when compared with other 
types of work which are similar with respect to importance, difficulty, and training 
needed? Ninety-six per cent of the total group, the high performance group, and 
the low performance group indicated that they were satisfied with Extension work 
when compared with work of a similar nature. This equal distribution in all groups 
yielded a chi-square value of .0 0 0  which indicated there was no significant rela­
tionship between satisfaction with Extension work and job performance at the .2 0  
le ve l.
2 .  How satisfied are you with methods used in respect to promotions? 
Slightly less than three-fourths (72  per cent) of the 4 -H  agents stated that they 
were satisfied with methods used in respect to promotions. Among the high per­
formers, 8 2  per cent indicated they were satisfied with the methods used. By 
contrast, 6 3  per cent of the Iqw performers indicated they were satisfied with the 
methods used. The chi-square value of 2 .2 7 5  indicated there was a significant 
relationship between satisfaction with methods used in respect to promotion and 
job performance at the .2 0  le v e l.
3 .  How satisfied are you with the present regulations concerning travel 
allowance? S ixty-five per cent of the total respondents indicated they were 
satisfied with the present regulations concerning travel allowance. Among the 
high performers, 6 3  per cent indicated they were satisfied with the present regu­
lations. Sixty-seven per cent of the low performers were satisfied with the
TABLE XVI
A COMPARISON OF 4 -H  AGENTS BY THEIR RESPONSE TO SELECTED QUESTIONS CONCERNING JOB 







N =54 X2 * * P
How satisfied are you with Extenion work when
compared with other types of work which are
similar with respect to importance, difficulty, Satisfied 9 6 9 6 9 6
and training needed? Not satisfied 4 4 4 .0 0 0 N .S .
How satisfied are you with methods used in Satisfied 82 6 3 72
respect to promotion? Not satisfied 18 3 7 2 8 2 .2 7 5 .2 0
How satisfied are you with the present Satisfied 63 6 7 65
regulations concerning travel allowance? Not satisfied 3 7 3 3 3 5 .1 5 6 N .S .
How satisfied are you that if you "had to do
it over again" you would enter the field of Satisfied 82 8 9 8 5
Extension work? Not satisfied 18 11 15 *
How satisfied are you with your present job
whem compared to ajl other jobs in the Extension Satisfied 8 1 74 78
organization? Not satisfied 19 2 6 2 2 .4 2 9 N .S .
How satisfied are you with the amount of time Satisfied 8 1 77 8 0









How satisfied are you with the amount of night Satisfied 85 67 76
work or overtime work connected with your job? Not satisfied 15 33 24 2 .476 .20
How satisfied are you with methods used in Satisfied 67 67 67
respect to salary increases? Not satisfied 33 33 33 .000 N.S.
How satisfied are you that the number of
reports and other paper work required in your Satisfied 63 55 59
present job is just about right? Not satisfied 37 45 41 .307 N.S.
**Chi-square calculated after adding the undecided responses to the not satisfied category. (See Appendix H for a 
frequency distribution of all response categories.)
^Theoretical frequency less than five in some cells, reducing reliability of chi-square test.
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present travel regulations. The chi-square value of . 1 5 6  indicated there was 
no significant relationship between satisfaction with travel regulations and job 
performance at the .2 0  level.
4 .  How satisfied are you that if you nhad to do it over again" you would 
enter the field of Extension work? Eight-five per cent of the total group of 4 -H  
agents indicated that if they "had to do it over again" they would enter the field  
of Extension work. Eighty-two per cent of the high performance group and 8 9  
per cent of the low performance group felt likew ise. The chi-square value was 
not calculated due to a frequency of less than five in some ce lls . It is obvious, 
however, that no significant difference exists in this case.
5 .  How satisfied are you with your present job when compared to all other 
jobs in the Extension organization? More than three-fourths (7 8  per cent) of the 
4 -H  agents in the study were satisfied with their present job when compared to 
all other jobs In the Extension organization. In the high performance group,
8 1  per cent of the respondents were satisfied with their present job, as com­
pared to 7 4  per cent in the low performance group. The chi-square value of 
. 4 2 9  indicated there was no significant relationship between satisfaction with 
present job and job performance at the .2 0  lev e l.
6 . How satisfied are you with the amount of time which you must devote 
to your present job? Eighty per cent of the total group indicated they were satis­
fied with the amount of time which they had to devote to their present job. Eighty 
one per cent of the high performers and 7 7  per cent of the low performers were 
also satisfied with the amount of time which they had to devote to their job. A 
chi-square value of .2 1 2  indicated there was no significant association between
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satisfaction with amount of time that had to be devoted to the job and job per­
formance at the .2 0  level.
7 . How satisfied are you with the amount of night work or overtime work 
connected with your job? Slightly more than three-fourths (7 6  per cent) of the 
4 -H  agents in the study were satisfied with the amount of night work or overtime 
connected with their job. Eighty-five per cent of the high performance group was 
satisfied with the amount of night work or overtime required. By contrast, 6 7  
per cent of the low performance group was satisfied with the amount of night work 
or overtime connected with their job. This distribution yielded a chi-square value 
of 2 .4 7 6  which indicated there was a significant relationship between satisfaction 
with night work or overtime and job performance at the .2 0  level.
8 - How satisfied are you with methods used in respect to salary increase? 
Sixty-seven per cent of the total group, the high performance group, and the low 
performance group indicated they were satisfied with methods used in respect to 
salary increases. This equal distribution in all groups yielded a chi-square value 
of .0 0 0  which indicated there was no significant relationship between satisfaction 
with salary increase methods and job performance at the .2 0  lev e l.
9 .  How satisfied are you that the number of reports and other paper work 
required in your present job is just about right? Slightly more than half (5 9  per 
cent) of the respondents indicated they were satisfied with the number of reports 
and other paper work required. Among the high performers, 6 3  per cent indicated 
they were satisfied with the number of reports and other paper work required.
Among the low performers, 5 5  per cent were satisfied. The chi-square value
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of .3 0 7  indicated there was no significant relationship between satisfaction with 
the number of reports and other paper work required and job performance at the .2 0  
level.
CHAPTER VII
SUM M ARY, CONCLUSIONS, AND RECOMMENDATIONS
The major problem in this study was to determine if there were factors that 
were associated with the level of job performance of assistant and associate 
county agents who do 4 -H  Club work in Louisiana. The population of the study 
consisted of fifty-four assistant and associate county agents (4 -H  agents) located 
in fifty different parishes throughout the State.
Three major objectives were involved:
1 . To determine the level of job performance of assistant and associate 
county agents doing 4 -H  Club work.
2 ; To obtain information from assistant and associate county agents doing 




d) High school experiences
e) 4 -H  experiences
f) FFA  experiences
g) College experiences
h) Undergraduate scholastic record
i) Graduate scholastic record
j) Attitudes concerning Extension policies
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k) Degree of satisfaction with various phases of the job.
3 .  To determine the relationship between selected factors and the level
of job performance of assistant and associate county agents doing 4 -H  Club work.
*
I .  SUMMARY
The findings of this study were summarized on the basis of the objectives 
set forth in the study.
A . 4 -H  Agents1 Job Performance Level
The job performance level of each 4 -H  agent in the study was determined 
by use of the paired comparison method of personnel appraisal. The district 
agents and the district program specialists (4 -H ) rated the 4 -H  agents in their 
respective districts on the basis of over-all job performance. Based on these 
ratings, performance scores were calculated for each individual. After calculation 
of these scores, they were arranged from highest to lowest. The scores ranged 
from .9 5 2  to .0 0 0 .  Twenty-seven 4 -H  agents had a score from .5 5 9  to .9 5 2  
and were classed as the high performance group. Twenty-seven had a score from 
.5 2 9  to .0 0 0  and were classed as the low performance group.
B. Information Obtained from 4 -H  Agents
1 . Personal Characteristics
a) F ifty-four per cent of the 4 -H  agents were th irty-five years of age 
or older.
b) Eighty-three per cent of the 4 -H  agents were associate county 
agents and 17  per cent were assistant county agents.
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c) Fifty-two per cent of the 4 -H  agents had been employed in the 
Extension Service for less than nine years.
d) Sixty-nine per cent of the 4 -H  agents had been previously employed 
by another organization or agency prior to joining the Extension Service.
2 .  Farm Background
a) Fifty-nine per cent of the 4 -H  agents grew up on a full-tim e farm.
b) Fifty-two per cent of the 4 -H  agents grew up on farms of 1 0 6  acres 
or larger.
3 • Parents1 Characteristics
a) The mothers of 7 6  per cent of the 4 -H  agents completed eight or more 
school grades.
b) The fathers of 6 5  per cent of the 4 -H  agents completed eight or more 
school grades.
c) The mothers of 6 5  per cent of the 4 -H  agents had a low organization 
participation score from 0 to 3 .  Thirty-five per cent of the mothers had a 
score from 4 to 1 3 .
d) The fathers of 65  per cent of the 4 -H  agents had a low organization
participation score from 0 to 3 .  Thirty-five per cent of the fathers had a
score from 4 to 1 3 .
4 .  High School Experience
a) Fifty-nine per cent of the 4 -H  agents attended a high school with a 
student body of more than 2 0 0 .
b) F ifty -s ix  per cent of the 4 -H  agents had pursued a vocational
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agricultural curriculum in high school. The remaining 4 4  per cent had 
pursued a general colfege preparatory curriculum.
c) F ifty-n ine per cent of the 4 -H  agents indicated they had made 
"primarily A 's and B's" in high school. The remaining 4 1  per cent 
indicated they had made "primarily C 's ."
d) Fifty-four per cent of the 4 -H  agents had a low score from 0 to
3  in high school athletic participation. The remaining 4 6  per cent had a 
score from 4  to 1 1 .
e) F ifty-tw o per cent of the 4 -H  agents had a low score from 0  to 4  in 
high school organization participation and 4 8  per cent had a high scQre 
from 5 to 2 2 .
5 .  4 -H  Experiences
a) Forty-one per cent of the 4 -H  agents had been 4 -H  members.
b) Thirty-four per cent of the 4 -H  agents had been enrolled in 4 -H  
projects which were classed as productive projects. Seven per cent had 
been enrolled in non-productive projects, and 5 9  per cent never had been 
members.
c) F ifty-n ine per cent of the 4 -H  agents had a low score from 0 to 1 
year served as a 4 -H  officer and 4 1  per cent had served from 2 to 15  years 
as a 4 -H  officer.
d) Sixty-seven per cent of the 4 -H  agents had a 4 -H  activity participa­
tion score from 0 to 1 0 . Thirty-three per cent had a score from 11 to 4 7 .
e> Sixty-seven per cent of the 4 -H  agents had an awards-received
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score from 0 to 4  points. Thirty-three per cent had a score from 5  to 2 6 2  
points.
6 .  FFA  Experiences
a) F ifty-n ine per cent of the 4 -H  agents had been FFA  members.
b) Thirty-one per cent of the 4 -H  agents had engaged in animal enter­
prises as part of their FFA  activities. Twenty-eight per cent had engaged 
in crop enterprises, and 4 1  per cent had not been FF A  members.
c) Fifty-seven per cent of the 4 -H  agents had a low score from 0 to 1 
year served as an FF A  officer. Forty-three per cent had served from 2 to 6 
years as an FFA  officer.
d) Forty-six per cent of the 4 -H  agents had an FFA  activity participation 
score from 0  to 1 , 17  per cent scored from 2 to 4 ,  and 3 7  per cent had a 
score from 5 to 1 8 .
e) Sixty-nine per cent of the 4 -H  agents had an FFA awards-received 
score from 0  to 1 . The remaining 3 1  per cent had a score from 2 to 1 5 .
7 .  College Experiences
a) Sixty-one per cent of the 4 -H  agents earned the bachelor of science 
degree in either general agriculture or vocational agricultural education. The 
remaining 3 9  per cent earned degrees in some field of technical agriculture.
b) Eighty-one per cent of the 4 -H  agents had earned their bachelor of 
science degree from Louisiana State University. The remaining 1 9  per cent 
had earned their bachelor of science degree from other universities or colleges.
c) Seventy-four per cent of the 4 -H  agents had earned a graduate degree.
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d) Sixty-seven per cent of the 4 -H  agents had earned their graduate 
degree in agricultural education, 7 per cent had earned their degree in 
some field of technical agriculture, and 2 6  per cent had not earned a 
graduate degree.
e) Thirty-nine per cent of the 4 -H  agents had a college organization 
participation score from 0 to 2 ,  3 1  per cent had a score from 3  to 4 ,  and 
3 0  per cent had a score from 5  to 1 0 .
f) Th irty-five per cent of the 4 -H  agents had earned from 5 1  to 1 0 0  
per cent of their college education finances.
8 .  Undergraduate Scholastic Record
a) Forty-eight per cent of the 4 -H  agents had earned from 1 3 3  to 1 5 3  
undergraduate credit hours. F ifty-tw o per cent had earned from 1 5 4  to 2 0 3  
undergraduate credit hours.
b) F ifty  per cent of the 4 -H  agents had taken undergraduate courses in 
education to the extent of 9 to 2 0  per cent of their total credit hours. The 
other half had taken less.
c) F ifty  per cent of the 4 -H  agents had taken undergraduate courses 
in physical science to the extent of 2 4  to 3 7  per cent of their total credit 
hours. The other half had taken less.
d) Fifty-tw o per cent of the 4 -H  agents had taken undergraduate courses 
in the humanities to the extent of 12 to 2 1  per cent of their total credit hours. 
The remaining 4 8  per cent had taken less.
e) F ifty  per cent of the 4 -H  agents had taken undergraduate courses in
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social science to the extent of 11  to 2 0  per cent of their total credit hours.
The other half had taken less.
f) F ifty-tw o per cent of the 4 -H  agents had taken undergraduate courses 
in technical agriculture to the extent of 12  to 3 3  per cent of their total credit 
hours. The remaining 4 8  per cent had taken courses in technical agriculture 
to the extent of 3 4  to 4 8  per cent of their total credit hours,
g) F ifty  per cent of the 4 -H  agents had taken course work in their under­
graduate major to the extent of 1 7  to 4 7  per cent of their total credit hours.
The other half had taken less.
h) Fifty-four per cent of the 4 -H  agents had undergraduate grade-point 
averages from .9 4  to 1 .5 0 .  The remaining 4 6  per cent had grade-point 
averages from 1 .5 1  to 2 .2 9 .
i) Twenty-six per cent of the 4 -H  agents had undergraduate grade-point 
averages in education from . 1 6  to 1 .7 5 .  F ifty  per cent had grade-point 
averages from 1 .7 6  to 3 .0 0  and 2 4  per cent had no course work in education.
j) Sixty-one per cent of the 4 -H  agents had undergraduate grade-point 
averages in physical science from .2 5  to 1 .1 0 .  The remaining 3 9  per 
cent had grade-point averages from 1 .1 1  to 2 . 4 6 .
k) Sixty-one per cent of the 4 -H  agents had undergraduate grade-point 
averages in the humanities from .1 6  to 1 .0 0 .  The remaining 3 9  per cent 
had grade-point averages from 1 .0 1  to 2 .2 5 .
I) F ifty-tw o per cent of the 4 -H  agents had undergraduate grade-point 
averages in social science from 1 .2 6  to 3 . 0 0 .  Forty-eight per cent had 
averages from .3 8  to 1 .2 5 .
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m) F ifty-tw o per cent of the 4 -H  agents had undergraduate grade-point 
averages in technical agriculture from 1 .1 4  to 1 .9 5 .  The remaining 4 8  per 
cent had grade-point averages up to 3 . 0 0 .
n) F ifty-four per cent of the 4 -H  agents had undergraduate grade-point 
averages in their major from 1 .1 9  to 1 .9 9 .  The remaining 4 6  per cent had 
grade-point averages up to 2 .7 7 .
9 .  Graduate Scholastic Record
a) Forty-six per cent of the 4 -H  agents had graduate grade-point 
averages from 2 .4 6  to 3 . 0 0 .  Twenty-eight per cent had graduate grade- 
point averages from 2 .0 9  to 2 . 4 5 ,  and 2 6  per cent had not received a 
graduate degree.
1 0 . Attitudes Concerning Extension Policies
a) Eighty-seven per cent of the 4 -H  agents felt that, "in the Extension 
Service, every individual is shown personal consideration."
b) Ninety-three per cent of the 4 -H  agents agreed that "agents doing 
primarily 4 -H  work with comparable performance, length of service, and edu­
cational training should be paid as much as county agents."
c) Fifty-seven per cent of the 4 -H  agents disagreed with the statement 
that "agents have to spend too much time away from regular parish work 
attending training meetings and other out-of-parish events."
d) Seventy-six per cent of the 4 -H  agents agreed that "the present 
organization of the Extension Service provides the best conditions for getting 
Extension's work done."
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e) F ifty-n ine per cent of the 4 -H  agents agreed that "there is a need 
for adjustments in program responsibilities to more equitably distribute the 
work load among staff members."
f) Sixty-nine per cent of the 4 -H  agents disagreed with the statement 
that "agents are being unduly called on for special programs or tasks."
g) Sixty-seven per cent of the 4 -H  agents disagreed with the statement 
that "advisory committees are sound in theory, but not in practice."
h) Eighty-three per cent of the 4 -H  agents agreed that "the time and 
effort devoted to programming is well worth it ."
I) Eighty-five per cent of the 4 -H  agents agreed that "the plan of work 
is practical and useful in performing the Extension job ."
j)  The 4 -H  agents' consensus of opinion on each of the nine questions 
concerning attitudes was the same as the consensus of opinion of the 
administrative panel.
1 1 . Degree of Satisfaction with their Job
a) Ninety-six per cent of the 4 -H  agents were satisfied with Extension 
work when compared to similar work.
b) Seventy-two per cent of the 4 -H  agents were satisfied with the 
methods used in respect to promotion.
c) Sixty-seven per cent of the 4 -H  agents were satisfied with the 
methods used in respect to salary increases.
d) S ixty-five per cent of the 4 -H  agents were satisfied with the present 
regulations concerning travel allowance.
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e) Eighty-five pet cent of the 4 -H  agents were satisfied that if they 
"had to do it over again," they would enter the field of Extension.
f) Seventy-eight per cent of the 4 -H  agents were satisfied with their 
present job when compared to all other jobs in the Extension organization.
g) Eighty per cent of the 4 -H  agents were satisfied with the amount of 
time that they had to devote to their present job.
h) Seventy-six per cent of the 4 -H  agents were satisfied with the 
amount of night work or overtime work connected with their job.
i) F ifty-n ine per cent of the 4 -H  agents were satisfied with the amount 
of reports and other paper work required in their job.
E . Relationships Between Selected Factors and Level of Job Performance
Sixty-four different factors were studied in an attempt to determine if they 
were related to the level of job performance of 4 -H  agents. Fifty-seven of these 
factors were not significantly related to job performance at the .2 0  le v e l. Those 
that were not significantly related were:
1 . Age
2 . T itle
3 .  Tenure
4 .  Previous employment
5 .  Farm status prior to college
6 . Size of home farm
7 . School grade completed by mother
8 .  School grade completed by father
9 . Mother's participation in organizations
1 0 . Father's participation in organizations
1 1 . Size of high school student body
1 2 . High school curriculum pursued
1 3 . Average grades in high school
1 4 . Participation in high school organizations
1 5 . Membership in 4 -H
16-. Major 4  -H  project areas pursued
1 7 . Years served as a 4 -H  officer
1 8 . Participation in 4 -H  activities
1 9 . Amount of 4 -H  awards received
2 0 .  Membership in FFA
2 1 .  Major enterprises in vocational agriculture supervised farming
2 2 .  Awards received in FFA
2 3 .  Area in which bachelor of science degree was earned
2 4 .  College from which bachelor of science degree was earned
2 5 .  Graduate degree status
2 6 .  Area in which graduate degree was earned
2 7 .  Participation in college organizations
2 8 .  Financing of college education
2 9 .  Credit hours in total undergraduate curriculum
3 0 .  Undergraduate credit hours in education
3 1 .  Undergraduate credit hours in physical science
3 2 .  Undergraduate credit hours in the humanities
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3 3 .  Undergraduate credit hours in social science
3 4 .  Undergraduate credit hours in technical agriculture
3 5 .  Undergraduate credit hours in major field of study
3 6 .  Grade-point average in total undergraduate curriculum
3 7 .  Undergraduate grade-point average in education
3 8 .  Undergraduate grade-point average in physical science
3 9 .  Undergraduate grade-point average in the humanities
4 0 .  Undergraduate grade-point average in technical agriculture
4 1 .  Undergraduate grade-point average in major field of study
4 2 .  The 4 -H  agent's agreement or disagreement with the following statement: 
"In the Extension Service, every individual is shown personal considera­
tio n ."
4 3 .  The 4 -H  agent's agreement or disagreement with the following statement: 
"Agents doing primarily 4 -H  work with comparable performance, length 
of service, and educational training should be paid as much as county 
agents."
4 4 .  The 4 -H  agent's agreement or disagreement with the following statement: 
"Agents have to spend too much time away from regular parish work 
attending training meetings and other out-of-parish events."
4 5 .  The 4 -H  agent's agreement or disagreement with the following statement: 
"The present organization of the Extension Service provides the best 
conditions for getting Extension's work done."
4 6 .  The 4 -H  agent's agreement or disagreement with the following statement:
"There is a need for adjustments in program responsibilities to more 
equitably distribute the work load among staff members."
4 7 .  The 4 -H  agent's agreement or disagreement with the following statemeri£:, 
"Agents are being unduly called on for special programs or tasks."
4 8 .  The 4 -H  agent's agreement or disagreement with the following statement: 
"Advisory committees are sound in theory, but not in practice."
4 9 .  The 4 -H  agent's agreement or disagreement with the following statement: 
"The time and effort devoted to programming is well worth i t . "
5 0  . The 4 -H  agent's agreement or disagreement with the following statement: 
"The plan of work is practical and useful in performing the Extension job.
5 1 .  The 4 -H  agent's response to the following question: "How satisfied 
are you with Extension work when you compare it with other types of 
work which are similar with respect to importance, difficulty, and 
training required?"
5 2 .  The 4 -H  agent's response to the following question: "How satisfied 
are you with the methods used with respect to salary increases?"
5 3 .  The 4 -H  agent's response to the following question: "How satisfied 
are you with the present regulations concerning travel allowances?"
5 4 .  The 4 -H  agent's response to the following question: "How satisfied 
are you that if you 'had it to do over again' you would enter the field  
of Extension work?"
5 5 .  The 4 -H  agent's response to the following question: "How satisfied are 
you with your present job when compared to all other jobs in the 
Extension organization?"
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5 6 .  The 4 -H  agent's response to the following question: "How satisfied 
are you with the amount of time which must be devoted to your present 
job?"
5 7 .  The 4 -H  agent's response to the following question: "How satisfied are 
you that the number of reports and other paper work required in your 
present job are just about right?"
Significant relationships were found between job performance of 4 -H  agents 
and seven factors included in the study. Those that were significantly related are 
listed below with the level of significance stated in each case.
1* High school athletic participation
Sixty-three per cent of the high performance group had a participation 
score from 0 to 3 .  By contrast, 5 6  per cent of the low performance group 
had a score from 4  to 11  points. The chi-square value of 1 .8 6 7  was 
significant at the .2 0  level. The relationship between high school athletic 
participation and job performance was negative.
2 .  FFA  officer years served
Sixty-seven per cent of the high performance group had served from 0 
to 1 year as an FFA  officer. F ifty-tw o per cent of the low performance 
group had served from 2 to 6 years as an FFA  officer. The chi-square 
value of 1 .8 9 6  was significant at the .2 0  level. The relationship between 
FFA  officer years served and job performance was negative.
3 .  FFA  activity participation
Among the high performance group, 4 8  per cent had scores from 0 to 
1 , 2 2  per cent had scores from 2 to 4 ,  and 3 0  per cent had scores from
I l l
5  to 1 8 . Among the low performers, 4 5  per cent had scores from 0  to 1 ,
11  per cent had scores from 2 to 4 ,  and 4 4  per cent had scores from 5 
to 1 8 . The chi-square value of 1 .8 7 7  was significant at the .2 0  level.
The relationship between FFA  activity participation score and job per­
formance was negative.
4 .  Grade-point average in social science
Sixty-three per cent of the high performance group had an undergraduate 
grade-point average in social science from 1 .2 6  to 3 . 0 0 .  By contrast, 
only 4 0  per cent of the low performance group had a social science grade- 
point average in the 1 .2 6  to 3 .0 0  category. The chi-square value of 
2 .6 7 0  was significant at the . 10  le v e l. The relationship between grade- 
point average in social science and job performance was positive.
5 .  Graduate grade-point average
Seventeen per cent of the high performers had graduate grade-point 
averages from 2 . 0 9  to 2 . 4 5 ,  5 7  per cent had averages from 2 . 4 6  to 
3 . 0 0 ,  and 2 6  per cent had no graduate degree. In the low performance 
group, 3 7  per cent had averages from 2 .0 9  to 2 . 4 5 ,  3 3  per cent had 
averages from 2 . 4 6  to 3 . 0 0 ,  and 3 0  per cent had no graduate degree. The 
chi-square value of 3 .8 3 4  was significant at the .0 5  level. The relation­
ship between graduate grade-point average and job performance was positive.
6 .  Satisfaction with promotion methods used
Ei^rty^two per cent of the high performers were satisfied with the methods 
used with respect to promotion. Among the low performers, 6 3  per cent were
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satisfied with the methods used. The chi -square value of 2 .2 7 5  was 
significant at the .2 0  level. The relationship between satisfaction with 
promotion methods used, and job performance was positive.
7 . Satisfaction with amount of night work or overtime
Eighty-five per cent of the 4 -H  agents in the high performance group were 
satisfied with the amount of night work or overtime required in connection with 
their job. In the low performance group, 6 7  per cent were satisfied with this 
situation. The chi-square value of 2 .4 7 6  was significant at the .2 0  level.
The relationship between satisfaction with amount of night work and job per­
formance was positive.
I I .  CONCLUSIONS
Conclusions based on interpretation of the data presented in the study, are 
as follows:
1 . F ifty-seven of the factors tested were not significantly related to job 
performance of 4 -H  agents.
These findings suggest that high performance as well as low per­
formance agents in this study possessed essentially the same charac­
teristics. Differences between the two performance groups were much 
less than would normally be expected when compared with the findings 
of other studies that were reviewed. Perhaps a specific type of 
individual has been selected by the Louisiana Agricultural Extension 
Service. It might also be concluded that the in-service training which 
the 4 -H  agents receive has tended to offset the lack of certain back­
ground characteristics that previous studies have found to be associated 
with high job performance.
2 . Seven of the factors tested were significantly related to job performance 
of the 4 -H  agents.
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The number of significantly related factors were too few and the 
relationship in most cases was not strong enough to justify the 
development of an equation for predicting 4 -H  agent success.
3 .  Significant relationships ex'sted between the 4 -H  agent's degree of 
satisfaction with certain aspects of his job and his level of job performance.
Although no attempt was made to arrive at a total job satisfaction 
score, it might be concluded from these findings that the degree of 
satisfaction with the job tends to influence the level of job per­
formance .
4 .  No positive relationships existed between degree of participation in 
high school or college organizations and job performance.
These findings seem to imply that active participation in high 
school and college organizations does not contribute to successful 
leadership of a parish 4 -H  program by 4 -H  agents.
5 .  The high performance 4 -H  agents tended to have higher undergraduate 
grade-pointaverages in social science. Sixty-three per cent of the high per­
formers had an undergraduate grade-point average in social science of more than
1 .2 6  as compared to 4 0  per cent of the low performers.
This finding might indicate that a proficiency in the skills used 
in working with people is essential for success as a 4 -H  agent.
Based on this finding, a good balance between course work in 
technical agriculture and social science would seem desirable for 
4 -H  agents.
6 .  The responses of 4 -H  agents and Extension administrators to a series 
of questions relating to the Extension organization's policies were the same.
This finding suggests there is no serious disagreement between 
Extension administrators and 4 -H  agents on certain important 
Extension policies.
7 . A significant relationship existed between graduate grade-point average 
and job performance of 4 -H  agents. Fifty-seven per cent of the high performance
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group had grade-point averages of more than 2 . 4 6 .  Only 3 3  per cent of the low
performance group had grade-point averages of more than 2 .4  6 .
From this finding it might be concluded that an above-average 
level of mental maturity is associated with successful job performance 
by 4 -H  agents.
8 .  Slightly more than half of the 4 -H  agents in the study had undergraduate
grade-point averages of less than 1 .5 0  ( 3 .0 0  = A).
Based on present standards for employment in the Louisiana 
Extension Service, many of these individuals would not be employed 
as 4 -H  agents since they would not be admissable to the Louisiana 
State University Graduate School. Many of these individuals, how­
ever, are presently rated in the high performance group in this study.
It is possible that potentially high performing individuals are not being 
employed as 4 -H  agents because their undergraduate grade-point 
average is below 1 .5 0 .
9 A significant relationship existed between the agent's satisfaction with
amount of night work or overtime and high job performance. E ighty-five per cent
of the high performers were satisfied with the amount of night work or overtime
connected with their job, whereas 6 7  per cent of the low performers were satisfied
This finding suggests that the high performance 4 -H  agents are 
giving more hours to their jobs than the low performance agents.
This could be one of the reasons for high performance
10 As indicated in the review of literature, relationships between certain 
factors and level of job performance have differed from one study to the next. 
Likew ise, in this study, certain factors that were not significantly related to
job performance were shown to be significantly related in other studies For 
example, over-all undergraduate grade-point average was significantly associated 
with county agent success in two studies that were reviewed. In this study, there
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was no significant relationship between over-all undergraduate grade-point 
average and job performance.
These findings seem to support the idea which has been advanced, 
that predictors of employee success must be developed for a specific 
group of personnel, within a specific organization, and perhaps for 
a specific period in time.
1 1 . A number of the factors considered in this study are being used by 
responsible administrators and supervisors as criteria for predicting job per­
formance of 4 -H  agents. This study indicated that few of these factors were 
significantly related. However, the majority of these factors was not significantly 
related to job performance.
In general, the findings of this study suggest that administrators 
and supervisors who select 4 -H  agents should re-evaluate the criteria 
which they are presently using to make their decisions.
I I I .  RECOMMENDATIONS
This study, along with similar research, fails to provide a conclusive 
basis for setting up a definite group of factors that could be used for evaluating 
applicants for 4 -H  Club work. At this lime, there is not sufficient data avail­
able to show a strong relationship between commonly used predictive factors and 
job performance. It can be assumed, however, that such factors do exist and may 
yield to continued research.
The problem continues, and its solution is essential to 4 -H  Club growth and 
effectiveness. Additional study of the problem is strongly recommended. The 
following suggestions might be considered in further studies: (1) the use of a 
panel for determining the factors to be related to job performance; (2) the use of
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different methods for ranking job performance; (3) an analysis of personality 
factors that might be associated with job performance, and (4) a study in 
greater depth of only those factors which have shown a positive relation and 
thus indicate some importance.
It is believed that valid and reliable criteria for predicting job performance 
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APPENDIX A
LETTER SENT TO PERSONS WHO RANKED THE PERFORMANCE
OF THE 4-H  AGENTS
Dear Mr. Doe,
In accordance with our recent conversation, I have prepared the rating sheets 
for all associate and assistant county agents doing 4-H club work in your district. 
These small sheets are placed in one or more booklets. If you have more than one 
booklet, be sure that you complete booklet number one before beginning booklet 
number two, etc.
Each small sheet contains a pair of names. Your task is to rate one of the 
two individuals in first place and indicate this by placing an (x) in~tFe block beneath 
that name. Do this for each pair of names in the booklets. For example:
0
James Smith Robert Brown
( 1 1 X’ l
Some things that are necessary in order to make an accurate rating are:
(Please read these carefully before beginning)
1. For each pair of agents, ask yourself this question, "Which of these two 
agents is doing his present job better?" Remember that your first impression 
is usually the best. Your first judgment, similar to a quick decision for 
action which you make in the course of your work, is what is wanted.
2. Please make a judgment about each pair of names (skipping none) in the 
order in which the sheets are assembled in the booklet. Place an (X) in the 
box under the name of the agent whom you judge to be better. Begin with 
booklet number one and complete it before beginning booklet number two, etc.
3 . Consistency in judgments of pairs of individuals is not important. Your judg- 
ment of eacn pair, independent of previous pairs, is what is necessary.




I sincerely appreciate your cooperation in this matter. I shall give you a 
report on this portion of the study when it is completed.
Sincerely,
Edward W . Gassie 




QUESTIONNAIRE FOR OBTAINING INFORMATION FROM 4 -H  AGENTS
Section I -  Background Information
*
Schedule number____________ .
1 . Indicate your age at nearest birthday.__________
2 . Marital status (check one) ,
 1 . Married
 2 .  Single
3 .  In which parish are you employed?_________________________________________
4 .  What is your present position? (check one)
 1 . Associate county agent
 2 .  Assistant county agent
5 .  Please indicate the date of your employment with the Extension Service.
*
6 . Please list your employers and your job titles from the time of your graduation 
from college to the date employed by Extension.
Employer Job Title
7 . What is your home parish?_________________________________
8 . What was your place of residence prior to enrolling in college? (check one) 
 1 . Fu ll-tim e farm
 2 .  Part-time farm
 3 .  Rural non-farm
 4 .  Urban
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9 . What were the main enterprises on your home farm? (check all that apply)








1 0 . How many acres were there on your home farm ? ___________
1 1 . What was the approximate size of the student body in the high school which 
you completed?___________
1 2 . Please check the appropriate squares with reference to your participation in 
high school athletics.
0  1 2 3
Did Not Was a Member Member of Captain or






1 3 . What was the core of your high school curriculum? (check one)
 1 . Vocational agriculture ______ 3 .  General college preparatory
 2 .  Business ______ 4 .  Other (specify)____________
1 4 . Please check the appropriate squares with reference to your participation 
in organizations while in high school.
0________ 1  2 ' 3 4
Cfficer Does
Never a Was a Other Than Not







] 4 .  Continued
0________1 2__________3 4
Officer boes
Never a Was a Other Than Not
Member Member President President Apply
Student Council








1 5 . What was your average grade during high school considering all subjects? 
(check one)
 1 . Primarily A 's
 2 .  Primarily B's
 3 .  Primarily C's
 4 .  Primarily D's
 5 .  Primarily F 's
1 6 . Please indicate the college or university from which you received your 
bachelor's degree, (check one)
 1 . L . S . U .
 2 . Louisiana Tech.
 3 .  Southeastern
 4 .  Southwestern
 5 . Other (specify )_____________________________________
1 7 . Please indicate all sources of finances for your undergraduate education, 
(check all that apply and indicate per cent).
Percentage of Expense
 Family _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
 Self earned _______________________
 Borrowed
 Veterans Adm. _______________________
 Scholarship _______________________
 W ife earned _______________________
Other
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1 8 . In what field of study did you earn your bachelor's degree?_________________
1 9 . If you are presently working toward a graduate degree, what is your major 
field of study?______________________________
2 0 .  Have you earned a graduate degree?
1 . Yes 
 2 .  No
2 1 .  If your answer to question 2 0  is Yes, in what field of study did you earn 
your graduate degree?__________________________
2 2 .  Please check the appropriate squares with reference to your participation in 
college varsity athletics.
0 _________  1 2 3
bid Not Was a Member Member of Captain or







2 3 .  Please check the appropriate squares with reference to your participation in 
organizations while in college.
0__________ 1 2___________ 3
Officer
Never a Was a Other than








2 4 .  Please indicate the highest school grade completed by your father. (Include 
college)
128  '
2 5 . Please indicate the highest school grade completed by your mother, (include 
college)




Never a Was a Other than






2 7 .  Please check the appropriate columns concerning your mother's organizational 
participation.
0_________ 1 2___________ 3
57ftcer
Never a Was a Other than





Extension sponsored organ. ~
2 8 . Please indicate the number of years you were enrolled as a 4 -H  member.
2 9 .  In which category were your major 4 -H  projects centered? (Check only one 
category)
 1 . Not a 4 -H  member
 2 .  Large animal projects
 3 .  Small animal projects
 4 .  Crop projects
 5 .  Home-centered projects (garden, landscaping, electrical, e tc .)
 6 .  Nature-study projects (w ildlife, insects, birds, e tc .)
 7 . Personal development projects (leadership, citizenship, e tc .)
3 0 . Please indicate 4 -H  offices held and number of years, (check all that apply)
Number of years
 Officer in local club___________________ _______________
_ Delegate to Parish Exec. Comm. _ _ _ _ _ _ _ _ _ _ _ _
 Officer of Parish Exec. Comm._________ _______________
 Delegate to State Exec. Comm.________ _______________
Officer of State Exec. Comm. _____________
3 1 .  Please indicate 4 -H  activities in which you participated and number of times, 
(check all that apply)
Number of Times Attended
 4 -H  Achievement Day_________________ _________________________
 Parish Fair_____________________________________________________
 Parish Junior Livestock Show___________________________________
 Regular 4 -H  camp_____________________ _________________________
 4 -H  Short Course_____________________ _________________________
 Special 4 -H  camps (Indicate)__________ _________________________
 State Livestock Show_________________ _________________________
 State Fair
Other (Indicate) ________________________
3 2 .  Please Indicate 4-H awards which you have won and the number of times, 
(check all that apply)
Number of Times Won
 Award in Achievement Day contest ____________________
 Award at Parish Fair or Livestock Show_____________________
 Blue ribbon award at Short Course _____________________
 New Orleans Educational Trip_______________________________
 4-H Club Congress (Chicago)__________ _____________________
 4-H Club Conference (Washington) _____________________
 Trip to International Livestock Show _____________________
 Trip to National Dairy Show_________________________________
 Chicago Educational Trip______________ _____________________
 Other (Specify)________________________ _____________________
3 3 .  Please indicate the number of years that you were enrolled as an F . F . A . 
member while in high school.
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3 4 .  In which category were your major F . F . A . supervised farming enterprises 
centered? (check only one)
 1 . Not a member
 2 .  Large animals
 3 .  Small animals
 4 .  F ield  crops including pasture.
 5 .  Horticultural crops.
 6 .  Forestry.
 7 . Fruit trees
3 5 .  Please indicate F . F . A . offices held and number of years, (check all that 
apply)
Number of years
 Officer in local chapter________________ _______________
 Officer of Parish Federation___________________________
 Officer in an area _______________
 State officer _______________
 National officer_______________________________________
 Other (specify)___________ _______________
3 6 .  Please indicate F . F .  A . activities in which you participated, and number 
of times, (check all that apply)
Number of Times Attended
 Parish Fair  '
Parish Junior Livestock Show___________________________________
 State Convention______________________ _________________________
 National Convention _________________________
 Leadership training camp______________ _________________________
 State Livestock Show _________________________
 State Fair _________________________
 Area public speaking contests _________________________
 Area judging contests _________________________
 Area parliamentary procedure contest _________________________
 Other (specify)__________________  _________________________
3 7 .  Please indicate F . F .  A . awards which you have won, and number of times 
won. (check all that apply)
Number of Times
 Award at Parish Fair or Livestock Show________________
 Award in area judging contest ________________
 Award in area parliamentary proc.contest________________
 Award in National contest ________________
 Chapter Farmer degree ________________
 State Farmer degree ________________
 American Farmer degree ________________
 Other (specify)_____________________ ________________
Section II -  Attitudes
Please react to the following statements (3 8  through 4 6 ) by circling the X under the appropriate column which 
best answers each individual statement to your satisfaction.
5 4 3 2 1
Strongly Strongly
Agree Agree Undecided Disagree Disagree
3 8 .  In the Extension Service every individual is shown 
personal consideration .
3 9 .  Agents doing primarily 4 -H  work with comparable 
performance, length of service, and educational 
training should be paid as much as county agents.
4 0 .  Agents have to spend too much time away from 
regular parish work attending training meetings 
and other out of parish events.
4 1 .  The present organization of the Extension Service 
provides the best conditions for getting Extension's 
work done.
4 2 .  There is a need for adjustments in program 
responsibilities to more equitably distribute 
the workload among staff members.
4 3 .  Agents are being unduly called on for special programs 
or tasks.
4 4 .  Advisory committees are sound in theory, but not in 
practice.
5 4  3 2 1
Strongly Strongly
Agree Agree Undecided Disagree Disagree
4 5 .  The time and effort devoted to programming is well
worth it. X X X X X
4 6 .  The plan of work is practical and useful in
performing the Extension job. X X X X X
Please react to the following questions (4 7  through 5 5 ) by circling the X under the appropriate column which best
describes your degree of satisfaction in response to each question.%
5 4 3  2 1
Completely Very Fairly Not
Satisfied Satisfied Satisfied Undecided Satisfied
4 7 .  How satisfied are you with Extension work when you 
compare it with other types of work which are 
similar with respect to importance, difficulty and
training required? X X
4 8 .  How satisfied are you with the methods used with
respect to promotions? X X
4 9 .  How satisfied are you with the methods used with
respect to salary increases? X X
5 0 .  How satisfied are you with the present regulations
concerning travel allowances? X X
5 1 .  How satisfied are you that if you "had it to do over
again" you would enter the field of Extension work?
5 2 .  How satisfied are you with your present job when
compared to all other jobs in the Extension 
organization?
5 3 .  How satisfied are you with the amount of time
which must be devoted to your present job?
5 4 .  How satisfied are you with the amount of night 
work or overtime work connected with your job?
5 5 .  How satisfied are you that the number of reports 
and other paper work required in your present job 
are just about right?
5 4  3 2 1
Completely Very Fairly Not
Satisfied Satisfied Satisfied Undecided Satisfied
X X X X X
X X X X X
X X X X  X
X X X X X
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APPENDIX D
LETTER  SENT TO A L L  PERSONS WHO COM PLETED THE 
A DM INISTR ATO R 'S QUESTIONNAIRE
CAMPUS CORRESPONDENCE_______________________________  _________
Louisiana State University
From: Edward W . Gassie
To: M r. John Doe
As part of my dissertation research, I have obtained agents' 
reactions to certain statements concerning the Extension organization.
I would like to compare these reactions with expectations of the 
administrative and supervisory staff. In order to make this comparison, 
it is necessary that I get reactions from a segment of the administrative 
and supervisory staff.
Would you please react to the nine statements attached and return 
to me? Your cooperation in this matter w ill be greatly appreciated.
Sincerely,






Please react to the following statements by circling the X under the appropriate column which best answers each
individual statement to your satisfaction.
1 . In the Extension Service every individual is shown 
personal consideration.
2 . Agents doing primarily 4 -H  work with comparable 
performance, length of service, and educational 
training should be paid as much as county agents.
3 .  Agents have to spend too much time away from 
regular parish work attending training meetings 
and other out of parish events.
4 .  The present organization of the Extension Service 
provides the best conditions for getting Extension's 
work done.
5 .  There is a need for adjustments in program 
responsibilities to more equitably distribute the 
workload among staff members.
6 . Agents are being unduly called on for special 
programs or tasks.
5 4  3 2 1
Strongl y Strongl y
Agree_Agree Undecided Disagree Disagree
X X X X X
X X X X  X
X X X X X
X X X X X
X X X X X





7 . Advisory committees are sound in theory, but
not in practice. X
8 .  The time and effort devoted to programming is
well worth it . X
9 . The plan of work is practical and useful in
performing the Extension job. X
4  3 2 1
Strongly
Agree Undecided Disagree Disagree
X X X X
X X X X





PERFORMANCE SCORES OF AGENTS  
Agent Number Score Agent Number Score
1 .7 3 5  3 8  .5 5 9
2 .5 2 9  3 9  .4 4 1
3 .5 8 8  4 0  .3 2 2
4  .2 3 5  4 1  .2 3 5
5 .1 4 7  4 2  .2 0 6
6  .7 9 4  4 3  .2 0 6
7 .9 4 1  4 4  .0 8 8
8  .5 5 9  4 5  .0 0 0
9  .1 1 8  4 6  .9 1 2
10 .4 4 1  4 7  .8 2 4
11  .4 1 2  4 8  .7 6 5
12 .5 2 9  4 9  .7 6 5
13 .0 5 9  5 0  .7 3 5
14 .3 8 2  5 1  .7 0 6
15 .4 1 2  5 2  .5 8 8
16  .7 0 6  5 3  .5 5 9
17  .9 1 2  5 4  .5 5 9
18 .4 5 2
19  .4 2 9
2 0  .3 5 7
2 1  .3 1 0
2 2  .3 1 0
2 3  .2 3 8
2 4  .1 9 0
2 5  .1 1 9
2 6  .0 4 8
2 7  .4 7 6
2 8  .5 7 1
2 9  .2 7 1
3 0  .5 9 5
3 1  .6 1 9
3 2  .7 3 8
3 3  .7 8 6
3 4  .8 5 7
3 5  .8 5 7
3 6  .8 8 1
3 7  .9 5 2
13 8
APPENDIX G
COURSES INCLUDED IN CURRICULUM AREAS USED IN STUDY
Education Humanities Physical Science Social Science
Technical
Agriculture
Extension Education English Bacteriology Agricultural Agricultural
Economics Engineering
General Education Geography Biology General Agronomy
Economics
Vocational History Botany Animal Science
Education Journalism









A COMPARISON OF 4 -H  AGENTS BY THEIR RESPONSES TO SELECTED STATEMENTS, 
ACCORDING TO THEIR JOB PERFORMANCE LE V E L , LOUISIANA, 19 64
Performance
Group Strongl y 
Statements High N =27 Low N =27 Agree Agree Undecided Disagree
Strongly
Disagree
Percentage of N ................
In the Extension Service every
individual is shown personal High 22 5 9 4 15 0
consideration. Low 15 63 7 15 0
Agents doing primarily 4 -H  work
with comparable performance, length
of service, and educational training High 70 2 6 0 4 0
should be paid as much as county Low 4 8 4 1 4 7 0
agents.
Agents have to spend too much time
away from regular parish work High 7 22 19 45 7
attending training meetings and Low 8 22 2 6 3 3 11
other out of parish events.
The present organization of the Extension
Service provides the best conditions for High 15 4 5 3 3 7 0




APPENDIX TABLE I.  Continued
Performance
Group Strongly Strongly
Statements High N =27  Low N =27 Agree Agree Undecided Disagree Disagree
Percentage of N
There is a need for adjustments in
program responsibilities to more High 7 2 6 3 4 2 6 7
equitably distribute the workload 
among staff members.
Low 15 4 4 15 2 2 4
Agents are being unduly called on High 0 15 2 6 5 5 4
for special programs or tasks. Low 0 2 9 15 5 6 0
Advisory committees are sound in High 7 3 0 11 4 8 4
theory, but not in practice. Low 7 15 7 63 8
The time and effort devoted to High 18 5 2 2 6 4 0
programming is well worth it . Low 22 5 2 15 4 7
The plan of work is practical and
useful in performing the Extension High 15 6 7 11 7 0
job. Low 7 8 2 7 4 0
APPENDIX TABLE II
A COMPARISON OF 4 -H  AGENTS BY THEIR DEGREE OF JOB SATISFACTION, 













How satisfied are you with Exten­
sion work when you compare it with 
other types of work which are High 3 0
----------- Percentage of N-----------------
4 8  18  4 0
similar with respect to importance, Low 2 6 5 2 18 4 0
difficulty and training required?
How satisfied are you with the
methods used with respect to High 15 3 0 3 7 0 18
promotions? Low 0 3 0 3 3 18 19
How satisfied are you with the
methods used with respect to High 15 3 0 2 2 15 18
salary increases? Low 11 30 2 6 19 14
How satisfied are you with the 














How satisfied are you that if you 
"had it to do over again" you would 


























How satisfied are you with your
----------Percentage of N-
present job when compared to all High 11 4 0 3 0 4 15
other jobs in the Extension 
organization?
Low 7 3 0 3 7 19 7
How satisfied are you with the
amount of time which must be High 15 3 3 3 3 4 15
devoted to your present job? Low 7 2 6 4 4 4 19
How satisfied are you with the
amount of night work or overtime High 11 3 7 3 7 0 15
work connected with your job? Low 8 11 4 8 7 2 6
How satisfied are you with the
number of reports and other paper High 4 2 6 3 3 11 2 6
work required in your present job 
are just about right?
Low 0 11 4 4 15 3 0
APPENDIX TABLE III
RESPONSES OF EXTENSION ADMINISTRATORS TO SELECTED STATEMENTS  
CONCERNING THE EXTENSION ORGANIZATION
Strongly Strongly Total
Agree Agree Undecided Disagree Disagree (N=5)Statements
In the Extension Service every individual is 
shown personal consideration .
Agents doing primarily 4 -H  work with com­
parable performance, length of service, and 
educational training should be paid as much 
as county agents.
Agents have to spend too much time away from 
regular parish work attending training meetings 
and other out of parish events.
The present organization of the Extension 
Service provides the best conditions for 
getting Extension's work done.
There is a need for adjustments in program 
responsibilities to more equitably distribute 
the workload among staff members.




APPENDIX TABLE III. Continued
Statements
Strongly






Advisory committees are sound in theory, but 
not in practice. 0 0 0 1 4 5
The time and effort devoted to programming is 
well worth it. 4 1 0 0 0 5
The plan of work is practical and useful in 
performing the Extension job. 2 3 0 0 0 5
APPENDIX I 
GRADE-POINT AVERAGES1 
Grade-Point Average in Total Undergraduate Curriculum
Agent Grade- Agent Grade-
Number________  Point Average______________________ Number Point Average
1 1 .2 3  3 3  1 .0 3
2 1 .4 8  3 4  1 .8 9
3 1 .4 7  3 5  1 .8 0
4  1 .2 6  3 6  1 .1 9
5 1 ,4 6  3 7  1 .2 5
6  1 .3 2  3 8  1 .6 1
7 1 .3 1  3 9  1 .1 3
8  1 .2 1  4 0  1 .4 1
9 1 .8 9  4 1  1 .5 9
10 1 .7 4  4 2  1 .3 9
11 .9 6  4 3  1 .4 9
12 .9 4  4 4  1 .1 7
13 1 .7 1  4 5  1 .6 3
14 1 M 2 . 4 6  1 .6 8
15 1 .1 5  4 7  1 . 1 1
1 6 1 . 5 0  4 8  . 1 . 8 6
1 7 1 . 4 4  4 9  2 . 2 2
1 8  1 . 3 2  5 0  1 . 9 3
1 9  1 . 6 6  5 1  2 . 2 6
2 0  1 . 7 8  5 2  l . ;1 5
2 1  1 . 2 5  5 3  1 . 8 2
22  2 . 2 6  5 4  1 . 9 1
2 3  1 . 3 3
2 4  1 . 4 2
2 5  1 . 7 5
2 6  1 . 5 4
2 7  1 . 3 6
2 8  1 . 4 1
2 9  1 . 6 0
3 0  1 . 9 9
3 1  1 . 9 9
3 2  2 . 2 9









































Grade-Point Average in Undergraduate Major
Grade- Agent
Point Average_______________________Number
1 . 9 7 4 0
2 . 2 6 4 1
2 . 4 4 4 2
2 . 0 0 4 3
1 . 9 8 4 4
1 . 9 4 4 5
1 . 5 4 4 6
1 . 1 9 4 7
1 . 7 5 4 8
2 . 1 7 4 9
1 . 3 3 5 0
1 . 6 2 5 1
1 . 9 7 5 2
1 . 5 7 5 3
1 . 7 5 5 4
2 . 2 1
1 . 8 7
2 . 1 7
2 . 0 0
2 . 4 2
1 . 7 5
2 . 2 0
2 . 1 1
1 . 7 9
2 . 0 4
2 . 3 5
1 . 9 6
1 . 9 4
1 . 9 6
2 . 4 7
1 . 9 6
2 . 6 6
1 . 9 2
1 . 5 5
1 . 5 7
1 . 3 7
2 . 1 1
2 . 3 6
1 . 6 2
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U ndergraduate Grade-Point Average in Technical Agriculture
Agent Grade- Agent Grade-
Number___________ Point Average________________  Number______ Point Average
1 1 . 6 3 4 0 1 . 5 8
2 1 . 6 9 4 1 1 . 9 8
3 1 . 7 8 4 2 1 . 6 4
4 1 . 6 6 4 3 2 . 1 6
5 1 . 9 4 4 4 1 . 7 6
6 1 . 9 4 4 5 2 . 4 3
7 1 . 4 1 4 6 1 . 5 8
8 1 . 2 4 4 7 1 . 3 1
9 2 . 2 2 4 8 2 . 1 1
10 2 . 1 0 4 9 2 . 5 1
11 1 . 3 3 5 0 2 . 1 1
12 1 . 1 4 5 1 3 . 0 0
13 2 . 2 1 5 2 1 . 4 3
14 1 . 7 9 5 3 2 . 4 2
15 1 . 4 3 5 4 2 . 5 8
1 6 1 . 9 6
17 1 . 8 7
18 1 . 4 1
19 2 . 0 0
2 0 2 . 2 2
2 1 1 . 6 0
2 2 2 . 5 5
2 3 1 . 6 3
2 4 1 . 9 6
2 5 2 . 0 4
2 6 1 . 4 9
2 7 1 . 9 6
2 8 1 . 9 4
2 9 1 . 9 6
3 0 2 . 2 4
3 1 2 . 2 6
3 2 2 . 3 7
3 3 1 . 4 4
3 4 2 . 1 9
3 5 2 . 2 0
3 6 1 . 4 4
3 7 1 . 6 3
3 8 2 . 0 5
3 9 1 . 3 3
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Undergraduate Graae-Point Average in Education
Agent Grade- Grade-
Number___________ Point Average_______________________Number______ Point Average
1 * 3 8 2 . 3 6
2 2 . 2 6 3 9 1 . 6 2
3 2 . 4 4 4 0 X
4 2 . 0 0 4 1 1 . 5 6
5 * 4 2 2 , 0 0
6 * 4 3 2 0 0
7 . 1 6 4 4 2 . 8 3
8 1 . 1 9 4 5 1 . 9 0
9 1 . 7 5 4 6 k
10 2 . 1 7 4 7 1 . 5 0
11 1 . 3 3 4 8 2 . 6 3
12 1 . 4 4 4 9 *
13 * 5 0 *
14 1 . 5 7 5 1 2 . 0 0
15 2 . 0 0 5 2 2 . 0 0
16 2 . 2 1 5 3 2 0 4
17 2 . 2 9 5 4 k
1 8 2 . 1 7
19 2 . 0 0
2 0 2 . 4 2
2 1 2 . 0 0
2 2 k
2 3 2 . 1 1
2 4 1 . 7 9
2 5 1 . 5 7
2 6 *
2 7 3 . 0 0
2 8 3 . 0 0
2 9 1 . 9 6
3 0 *
3 1 *
3 2 2 . 4 2
3 3 1 . 3 3
3 4 1 . 5 5
3 5 1 . 5 7
3 6 1 . 3 7
3 7 2 . 1 1
ind icates that agent had no undergraduate courses ir  Education.
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Undergraduate Grade-Point Average in Physical Sciences
Agent Grade- Grade-
Number___________ Point Average_______________________Number______ Point Average
1 .5 7 4 0 1 . 0 7
2 . 7 1 4 1 1 . 1 5
3 . 7 5 4 2 1 . 4 1
4 . 6 4 4 3 1 . 0 9
5 . 9 5 4 4 . 6 2
6 . 8 4 4 5 . 9 6
7 1 . 0 0 4 6 1 . 0 0
8 1 . 3 1 4 7 . 3 5
9 1 . 5 9 4 8 1 . 1 0
10 1 . 4 7 4 9 1 . 6 8
11 . 4 4 5 0 1 . 9 4
12 . 6 7 5 1 1 . 9 7
13 1 .1 0 5 2 .6 1
14 1 . 3 8 5 3 1 . 2 3
15 . 5 6 5 4 1 . 0 4
16 1 . 0 7
17 . 9 6
18 . 6 8
19 1 . 3 6
2 0 1 . 9 6
2 1 . 2 5
2 2 2 . 4 6
23 . 9 3
2 4 1 . 0 4
2 5 1 . 4 6
2 6 . 7 9
2 7 . 4 5
2 8 . 6 5
2 9 1 . 1 4
3 0 1 . 7 2
3 1 1 . 7 1
3 2 2 . 0 0
3 3 . 3 8
3 4 1 . 8 9
3 5 1 . 6 7
3 6 1 . 1 0
3 7 . 5 9
3 8 1 . 2 0








































Undergraduate Grade-Point Average in the Humanities
Grade-
Point Average_______________________Number
.5 0 4 0
.9 5 4 1
.9 5 4 2
.2 0 4 3
.2 5 4 4
.5 4 4 5
1 . 3 0 4 6
. 4 5 4 7
1 . 5 0 4 8
1 . 2 2 4 9
. 5 7 5 0
. 2 3 5 1
1 . 5 6 5 2
1 . 8 6 5 3
1 . 0 0 5 4
. 5 3
1 . 0 9
1 . 2 8
1 . 0 6
. 5 4
. 6 9
1 . 5 4
. 4 0
. 4 3
1 . 5 3
1 . 3 3
. 5 8
1 . 1 6
. 8 6
. 8 3
1 . 8 2
2 . 0 8
. 1 6
. 9 3







Undergraduate Grade-Point Average in Social Science
Agent Grade- Grade-
Number___________ Point Average_______________________Number______ Point Average
1 .8 6 4 0 1 . 2 9
2 1 . 9 4 4 1 1 . 6 9
3 1 . 3 6 4 2 1 . 4 4
4 1 . 1 6 4 3 1 . 1 7
5 1 . 0 0 4 4 . 5 6
6 1 . 1 3 4 5 1 . 6 7
7 1 . 2 5 4 6 1 . 2 5
8 1 . 2 5 4 7 1 . 0 0
9 1 . 8 9 4 8 2 . 1 3
10 1 . 4 3 4 9 1 . 3 3
11 1 . 0 0 5 0 1 . 3 2
12 . 3 8 5 1 2 . 0 0
13 1 . 6 7 5 2 1 . 0 0
14 1 . 1 7 5 3 2 . 2 5
15 . 6 0 5 4 2 . 0 0
16 1 . 0 7
17 1 . 5 0
18 1 . 2 0
19 1 . 0 0
2 0 1 . 1 5
2 1 1 . 5 0
22 1 . 8 1
2 3 1 . 1 4
2 4 1 . 0 6
2 5 . 7 5
2 6 1 . 9 4
2 7 1 . 0 8
2 8 1 . 4 3
2 9 1 . 4 0
3 0 1 . 6 7
3 1 3 . 0 0
3 2 1 . 7 5
3 3 1 . 0 0
3 4 1 . 8 9
3 5 1 . 3 8
3 6 1 . 0 4
3 7 1 . 8 5
3 8 1 . 3 3
3 9 . 6 3
Total Graduate Grade-Point Average
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Agent Grade- Grade-
Number___________ Point Average_______________________Number_______Point Average
1 * 3 8 *
2 2 . 3 4 3 9 2 . 3 7
3 2 . 6 7 4 0 *
4 2 . 3 3 4 1 2 . 7 0
5 2 . 3 3 4 2 2 . 3 0
6 2 . 7 7 4 3 *
7 2 . 2 6 4 4 2 . 1 1
8 2 . 5 0 4 5 2 . 4 5
9 2 . 5 0 4 6 *
10 2 . 6 4 4 7 2 . 3 0
11 * 4 8 2 . 6 6
12 2 . 2 5 4 9 2 . 3 6
13 * 5 0 2 . 8 0
14 2 . 7 0 5 1 2 . 7 6
15 * 5 2 *
16 2 . 9 0 5 3 2 . 7 2
17 * 5 4 2 . 9 2
18 2 . 2 7
19 *
2 0 2 . 7 5 *
2 1 2 . 4 7
2 2 2 . 6 9
2 3 2 . 5 4
2 4 2 . 0 9
2 5 2 . 5 1
2 6 *
2 7 *
2 8 . *
2 9 2 . 2 5
3 0 3 . 0 0
3 1 2 . 7 0
3 2 2 . 9 4
3 3 2 . 5 3
3 4 2 . 7 9
3 5 2 . 9 5
3 6 2 . 2 3
3 7 2 . 7 0
^Indicates agent has not earned graduate degree.
AUTOBIOGRAPHY
Edward W . Gassie was born at Addis, Louisiana, November 2 9 ,  1 9 2 5 .  He 
graduated from Brusly High School in the spring of 1 9 4 2 .  In February, 1 9 4 4 ,  he 
enlisted in the United States Navy and served until June, 1 9 4 6 .  He enrolled at 
Louisiana State University and Agricultural and Mechanical College in the fall of 
1 9 4 6  and after completing three semesters of course work, resigned from the 
University and accepted employment in industry.
In September, 1 9 4 9 ,  he re-enrolled at Louisiana State University and 
Agricultural and Mechanical College where he received the Bachelor of Science 
degree in June, 1 9 5 1 .
Shortly after receiving his Bachelor of Science degree he accepted a position 
with the Production and Marketing Administration as parish administrative officer 
in Winn Parish.
In December, 1 9 5 1 ,  he was appointed assistant county agent with the 
Louisiana State University Agricultural Extension Service. He served in this 
capacity and later as associate county ageni in Caddo Parish until July, 1 9 5 5 ,  
at which time he was appointed to the state Extension staff as an assistant 
state 4 -H  agent. He immediately began a graduate program of study at Louisiana 
State University and received the Master of Science degree in February, 1 9 5 8 .
In July, 1 9 5 8 ,  he was moved into the position of district 4 -H  program 
specialist for the Southeastern Extension D istrict. He served in this capacity
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until August, 1 9 6 4 ,  At this time he was moved into the position of training 
specialist, the position he presently holds.
He is married to the former Helen Lucas of Addis, and they have three 
children—Janice, Edward, J r . ,  and Jeffrey.
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